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ABSTRACT 
To address teacher isolation and teacher quality in South Africa, the Department of 
Basic Education (DBE) introduced Professional Learning Communities (PLCs). A 
PLC is formed when a group of professionals come together for the purpose of 
sharing knowledge and skills. In this study the concept of PLCs is posited as a 
strategy to develop teacher leadership. Teacher leadership involves classroom 
educators leading within and beyond the boundaries of the classroom inspiring 
colleagues to improve educational practice. Using a generic qualitative research 
approach, data collection was undertaken by means of semi-structured interviews 
and observations. Four, subject-based PLCs constituted by educators across 
schools were investigated from two school districts in the Gauteng region. The 
subjects that were the focus of the PLCs were Mathematics, English and History. 
Findings revealed strong evidence of cross-school collaboration and greater access 
to departmental information. The interaction of PLC participants on social media 
played an important role in the functioning of PLCs. As a result, there were positive 
benefits for the school district. Participation in PLCs resulted in the emergence of 
teacher leadership. Educators had opportunities to enact leadership through a formal 
appointment in the PLC as a lead teacher, or informally through rotational 
leadership. Educators who belonged to PLCs demonstrated leadership when they 
took back information to their schools and initiated professional dialogue at their 
schools. In addition, PLCs encouraged learning from peers, and resulted in 
increased self-efficacy which promoted professional growth. Threats to teacher 
leadership included the demanding workload of teachers, lack of adequate time to 
meet, absenteeism, poor participation and resistance to change. It is recommended 
that the DBE advances the concept of PLCs by creating awareness among 
educators about the benefits of working in PLCs. Furthermore, the DBE can provide 
recognition for educators’ participation in PLCs through a functional South African 
Council for Educators (SACE) continuous professional teacher development (CPTD) 
points system. Finally, the study recommends that the constraining factors to teacher 
leadership can be overcome by working towards online PLC platforms for educators.  
Keywords: professional learning communities, teacher collaboration, teacher 
leadership, professional growth  
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CHAPTER ONE 
ORIENTATION TO THE STUDY 
 
1.1 INTRODUCTION  
 
The motivation to embark on this research was derived from my personal teaching 
experience in the United Arab Emirates where I was exposed to professional 
learning communities (PLCs). I participated in PLCs and observed how PLCs 
fostered teacher leadership, both of which were novel concepts for me at that time. 
On my return to South Africa, I found that PLCs were now a mandated policy 
(Republic of South Africa, 2011, 2015). Thus, my interest was piqued as to how 
PLCs were established and functioning in South Africa. As a scholar of education 
leadership, I was further curious as to whether PLCs provided leadership 
opportunities for teachers as is espoused by leading scholars (Hadfield, 2017:211; 
Harris, 2003:321; Katzenmeyer & Moller, 2009:8; Wilson, 2016:48). This chapter 
presents an overview of my study. 
 
1.2 BACKGROUND TO THE PROBLEM 
 
Research has drawn attention to the isolated work practices of South African 
teachers (Botha, 2012:397; Naicker & Mestry, 2013:11). Isolated work practices 
coupled with inadequate pedagogical content knowledge contributes to poor quality 
teaching (Spaull, 2013:5). In turn, ineffective teaching is a contributory factor to 
learner underachievement (Modisaotsile, 2012:2), which is a present concern in 
South African public education (Bush, Joubert, Kiggundu & Van Rooyen, 2009:3). In 
order to enhance teacher quality, the Department of Basic Education (DBE) 
proposed in 2011 the establishment of PLCs as part of their teacher professional 
development strategy (RSA, 2011:14). PLCs can be described as the coming 
together of a group of professionals for the purpose of sharing knowledge and skills 
(Rasberry & Mahajan, 2008:2). The rationale of working in PLCs is to develop both 
teachers’ individual and collective needs (RSA, 2011:79). Besides improving teacher 
quality (Hord, 2009:40; Vescio, Ross & Adams, 2008:80), PLCs are significant as 
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they provide opportunities for teacher leadership (Grant, 2006:530; Harris, 
2003:321). 
 
Teacher leadership refers to teachers who lead “within and beyond the classroom” 
and play an important role in influencing other teachers to improve their professional 
practices (Katzenmeyer & Moller, 2009:6). Teachers are a rich and valuable source 
of knowledge and information (York-Barr & Duke, 2004:255) and their expertise must 
be harnessed in order to lead initiatives that address educational challenges. 
Teacher leadership has been extolled in recent studies as a possible means to 
alleviate educational setbacks, including school and classroom improvement (Harris, 
2002:15; Muijs & Harris, 2003:440). In addition, fostering teacher leadership is 
important as it develops leadership capacity (Chapman, Chestnutt, Friel, Hall & 
Lowden, 2017:20). When teachers are empowered, they can act as catalysts for 
educational change.  
 
There is a current need to improve educational practice in South African schools 
(Naicker & Mestry, 2015:1). Teacher leadership provides an avenue to improve 
schools (Barth, 2001:84; Muijs & Harris, 2003:44). Yet, access to teacher leadership 
opportunities remain limited (Berry, Daughtrey & Wieder, 2010:1). There are national 
policies in place that indicate a more decentralised distribution of power (ISPFTED, 
2011; South African Schools Act, 1996). Despite these policies, the dominant 
leadership structure prevalent in the education sector remains largely hierarchical 
and bureaucratic (Grant, 2006:525-6; Grobler, Moloi & Thakhordas, 2017:338; 
Williams, 2011:195). Silva, Gimbert and Nolan (2000:70) posit that, “Organizational 
characteristics [and] structural components can adversely impact the work of teacher 
leaders”. Often, teachers are limited to being mere “technicians”, required to 
undertake copious prescriptions of what needs to be done instead of promoting their 
autonomy as “professionals” (Webb, 2002:49).  
 
Despite radical change in education in South Africa since democracy, research 
activity on teacher leadership is described as being at an “embryonic stage” (Grant, 
2017:12). The remnants of apartheid, which included an “international academic 
boycott” and “state controlled higher education research agenda” has been cited as 
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reasons for the slow progress in the field of teacher leadership (Grant, 2017:2). 
Furthermore, an extensive review of South African teacher leadership literature 
reveals that existing scholarship in teacher leadership lacks an explanatory, 
theoretical focus and requires a more rigorous use of “critical methodology” (Grant, 
2017:1). The call to increase research in teacher leadership in South Africa is 
amplified by similar calls by proponents of teacher leadership internationally. 
Katzenmeyer and Moller (2009:2) strongly advocate the need to “awaken the 
sleeping giant of teacher leadership”, a view supported by Grant (2017:4), who 
emphasises that the exclusion of teacher leadership will result in PLCs becoming 
unattainable. Thus, the promotion of PLCs includes the promotion of teacher 
leadership, which will in turn enable PLCs to be successful. Evidence exists that 
scholarship in the field of teacher leadership is gradually increasing (Chatturgoon, 
2010; De Villiers, 2010; Grant, 2006; Grant, 2008; Grant, 2017; Gumede, 2010; 
Khumalo, 2008; Rajagopaul, 2007; Singh, 2007). 
 
PLC is a relatively new concept in South Africa but has been prominent in 
international contexts (Rasberry & Mahajan, 2008:1; Stoll, Bolam, McMahon, 
Wallace & Thomas, 2006:221). The most recent policy statement, The Integrated 
Strategic Planning Framework for Teacher Education and Development in South 
Africa 2011-2025 (ISPFTED) makes provision for the establishment of PLCs in an 
effort to improve teacher quality through teacher professional development (RSA, 
2011, 2015). However, implementing PLCs in South African schools has been slow 
and “insufficiently structured to perform the intended function, with the exception of 
some pockets of excellence” (Brodie & Borko, 2016:vi).  
 
School leadership plays an instrumental role in recognising and understanding the 
leadership potential of teachers (Frost, 2003:6). As “positional leaders”, principals 
can cultivate teacher leaders by distributing leadership in PLCs (Wilson, 2016:57). In 
addition, principals can create and enable a collaborative learning culture by 
introducing innovative democratic structures (Wilson, 2016:56). Thus, principals 
have a vital role to play in encouraging the establishment of PLCs and providing 
support to teachers participating in PLCs with a view to developing teacher 
leadership.  
4 
 
Distributed leadership theory supports both PLCs and teacher leadership (Harris, 
2003:317) and is used as one of the conceptual frameworks in this study. Distributed 
leadership is a “fluid” approach and focuses on collective and team leadership 
(Naicker & Mestry, 2013:3). Distributed leadership theory emphasises “collective 
action, empowerment and shared agency” (Harris, 2003:317) and supports 
meaningful collaboration among teachers. In addition to distributed leadership, 
Grant’s Model of Teacher Leadership is also utilised as a conceptual framework in 
this study (Grant, 2012:57). This model examines teacher leadership in four zones, 
namely, beginning in the classroom and extending beyond the school and into the 
community (Grant, 2012:57). 
 
Against this background my research question is: 
 
What potential do PLCs have as a strategy for advancing teacher leadership? 
 
The following sub-questions will be employed: 
1. How are teachers currently involved in PLCs? 
2. What opportunities for teacher leadership are present in PLCs? 
3. What potential do PLCs have to promote teacher leadership? 
4. What factors promote and hinder teacher leadership in PLCs?                        
 
1.3 RESEARCH AIM AND OBJECTIVES 
 
The aim of this study is to explore PLCs as a strategy for advancing teacher 
leadership. 
The objectives of this study are to: 
 Examine how teachers are currently involved in PLCs. 
 Determine what opportunities for teacher leadership are present in PLCs. 
 Investigate the potential that PLCs have to promote teacher leadership.  
 Identify the factors that promote and hinder teacher leadership in PLCs.    
The next section discusses the research design and methodology used in this study. 
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1.4 METHODOLOGY 
1.4.1 Research paradigm 
 
This study was conducted using an interpretive paradigm. Hesse-Biber and Leavy 
(2010:5) describe an interpretive paradigm as one which supports the core belief that 
reality is socially constructed and created by people as a result of the “meaning 
making activities” they engage in. Thus, an interpretivist researcher accepts and 
accommodates “multiple perspectives” (Merriam & Tisdell, 2015:9). This study 
sought to obtain information regarding the social reality of educators who are 
involved in PLCs and the meaning they ascribe to the activities they engage in with 
regards to teacher leadership. Since my focus was to capture multiple perspectives 
in seeking answers to this research, I deemed that the interpretive paradigm was 
appropriate for this study. 
1.4.2 Research approach 
 
A qualitative research approach was utilised for this study. According to Creswell 
(2016:6), the central endeavour of qualitative research involves a description of how 
people communicate with each other about “things and issues”. Furthermore, 
qualitative research highlights how people describe these “things and issues”, and 
uncover their worldviews (Creswell, 2016:6). Hence, a qualitative research approach 
allowed me to gain insight on how educators communicate with each other in PLCs. I 
was further able to obtain descriptions of their activities in PLCs and ultimately 
gather whether PLCs were structures that advance teacher leadership. Qualitative 
research enabled me to obtain “rich and detailed descriptions” from the perspectives 
of educators (Merriam, 1998:4).  
1.4.3 Research design 
 
A generic qualitative research design was utilised in this study. Generic qualitative 
research is defined as “that which is not guided by an explicit or established set of 
explicit philosophic assumptions in the form of one of the known qualitative 
methodologies” (Caelli, Ray & Mill, 2003:2). The well-known methodologies are case 
study, ethnography, phenomenology and grounded theory (Cooper & Endacott, 
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2007:817). According to Patton (2015:155), a generic qualitative inquiry is used to 
answer straightforward questions without framing the inquiry within an explicit 
theoretical, philosophical, epistemological or ontological tradition. Since my study did 
not fit precisely within a specific qualitative methodology, a generic qualitative 
research was adopted as the most suitable approach to address my research 
questions.  
1.4.4 Sampling  
 
Participants were chosen using purposeful sampling. Merriam (1998:61) defines 
purposeful sampling as selecting participants based on their experience and 
knowledge. The first level of sampling involved careful selection of the sites to be 
studied (Merriam, 2009:81). The choice of the sites were based on pre-screening 
information which identified six active formal PLCs in two different school districts in 
Gauteng. The PLCs comprised teachers across schools and were subject-based. 
From the six PLCs, four were willing to participate in the research. One PLC 
comprised of English teachers, two focused on Mathematics and one on History. The 
second level of sampling involved selection from within the sites chosen (Merriam, 
2009:81). The facilitator of the PLC and two teachers, a male and a female, from 
each of the PLCs were chosen. Thus, eight teachers and four facilitators participated 
in this study. Teachers form the majority constituent of PLCs and since authentic 
PLCs should be teacher-driven, they are the primary participants of this study. 
Teachers who participated in the PLC for more than one year were considered as 
participants who could provide rich data. 
1.4.5 Research methods  
 
The primary source of data collection involved semi-structured interviews which were 
conducted individually with each of the 12 participants. Semi-structured interview 
questions enabled me to choose questions in advance, but the sequence and 
phrasing of the questions were adjusted allowing flexibility (McMillan & Schumacher, 
2014:381). The semi-structured interview method was specifically chosen as it 
supported me in obtaining insights and understanding on both teachers’ views, as 
well as that of the facilitators, in respect of PLCs as a structure to promote teacher 
leadership. Interviews were conducted for a duration of 45-60 minutes. In addition to 
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interviews, one observation of each subject based PLC meeting was used as a 
secondary source of data collection. Observations are an important source of data 
collection as it enables a researcher to witness first hand events as they occur 
(Barbour, 2014:19). Cognisant of the importance of observation, the intention was to 
conduct multiple observations; however, during pre-screening it was found that only 
one meeting was scheduled for the remaining school term. The timeframe for this 
full-time study was 10 months and thus it was only possible to observe each PLC 
once-off.  
1.4.6 Data analysis 
 
The data was analysed using qualitative content analysis as described by Henning, 
Van Rensburg and Smit (2004:104). This involved reading through all the transcribed 
interviews and field notes in a process termed “open coding” and assigning codes to 
“segments” or “units of meaning” (Henning, van Rensburg & Smit, 2004:104). The 
codes were then grouped into conceptual categories and this led to the identification 
of themes and sub-themes. Themes were identified based on the key issues 
identified from the codes gathered (Lichtman, 2013:249). 
1.4.7 Trustworthiness 
 
In an effort to ensure the trustworthiness of this study, Lincoln and Guba’s 
(1985:296-324) recommendation with respect to credibility, transferability, 
conformability and dependability was adopted. To confirm credibility, participants 
were asked to confirm the accuracy of their interview transcripts (Lincoln & Guba, 
1985:314). A “reflective journal” (Appendix 8) was used in this study to ensure 
dependability and transferability (Lincoln & Guba, 1985:319). In addition, my 
supervisor and a   researcher from the University of Florida acted in the capacity of a 
“de-briefer” which also served as a measure to enhance credibility (Lincoln & Guba, 
1985:308).  
1.4.8 Ethical considerations 
 
Creswell (2016:48) highlights the importance of protecting the rights of the 
participants in the research study. A concerted effort was made to maintain ethical 
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standards throughout the research process. Approval from the University of 
Johannesburg’s Education Faculty’s Research Ethics Committee (REC) was 
obtained for this study and permission to conduct this research was obtained from 
the Gauteng Department of Education (GDE). Informed consent was received from 
the study participants. 
 
1.5 CLARIFICATION OF CONCEPTS 
1.5.1 Teacher leadership 
 
In this study, the term ‘teacher leadership’ refers to teachers who undertake 
leadership responsibilities in addition to their core responsibility of classroom 
teaching. This study subscribes to the definition of teacher leadership as articulated 
by Childs-Bowen, Moller and Scrivner (2000:28) who state that “teachers are leaders 
when they function in professional learning communities to affect student learning, 
contribute to school improvement, inspire excellence in practice, and empower 
stakeholders to participate in educational improvement”. Thus, PLCs provide 
teachers with a platform that cultivates their leadership capacity. 
1.5.2 Professional Learning Communities  
 
PLCs are an “opportunity for adults across the school system to learn and think 
together about how to improve their practice in ways that lead to learner 
achievement” (Botha, 2012:398). Professional learning communities, as investigated 
in this study, refer to the coming together of specific subject teachers, within a 
particular district with the primary aim to improve teacher practice. 
 
1.6 DIVISION OF CHAPTERS 
 
This dissertation is divided into five chapters as follows: 
 
Chapter One provides an orientation to the study. It examines the research problem 
and states the aims and objectives of the study. Furthermore, it describes the 
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research methodology employed and clarifies the important concepts used in this 
study.  
 
Chapter Two presents a literature review that explores existing knowledge regarding 
teacher leadership, professional learning communities and distributed leadership 
theory. 
 
Chapter Three offers a comprehensive description of the research design and 
methodology. The position of the researcher, as well as issues of trustworthiness 
and ethics are addressed. 
 
Chapter Four presents and interprets the findings of the study.  
 
Chapter Five concludes this study with a brief summary of the key findings and 
recommendations. 
 
1.7 SUMMARY 
 
Poor overall learner achievement in South African schools is evidence of an 
education system in need of change. A professional development strategy initiated 
by the DBE is the introduction of PLCs. PLCs encourage teachers to work 
collaboratively to improve their practice. However, research indicates that PLCs 
provide a medium for the emergence of teacher leadership enabling teachers to take 
agency for advancing their professional practice beyond their own classrooms. 
Teacher leadership bolsters teachers as catalysts for change, builds leadership 
capacity and fosters empowerment. Teacher-led reform is likely to have a significant 
impact on teacher professional practice which, in turn, can improve learner 
performance. Given the infancy of research on teacher leadership in South Africa, 
and more specifically how teacher leadership emerges and advances in PLCs, this 
study aimed to explore PLCs as a strategy for teacher leadership. The next chapter 
provides a literature review on teacher leadership and discusses the conceptual 
framework for this study.  
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CHAPTER TWO 
LITERATURE REVIEW 
 
2.1 INTRODUCTION 
 
Chapter one problematised the need for teacher leadership opportunities in South 
African schools. Professional Learning Communities (PLCs) were posited as a 
strategy for the emergence and advancement of teacher leadership. This exploratory 
study seeks to investigate PLCs as a strategy to promote teacher leadership. In this 
chapter the relevant literature pertaining to teacher leadership will be reviewed. In 
addition, literature will be sought that illuminates how PLCs foster teacher 
leadership. A literature review is important as it creates a link between existing 
knowledge on a topic and the research problem, enabling a researcher to act from a 
position of prior knowledge (McMillan & Schumacher, 2014:85). A researcher can 
provide a structured write-up based on relevant information available on a topic of 
interest (Lichtman, 2013:172). 
 
The literature review commences by conceptualising teacher leadership, discussing 
its significance and identifying factors that promote and hinder teacher leadership. 
Furthermore, this section delves into theories used to frame research surrounding 
teacher leadership. Specific attention will be given to distributive leadership and 
Grant’s Model of Teacher Leadership, which serve as conceptual frameworks of this 
study. The chapter further explicates the notion of PLCs and considers how PLCs 
influence teacher leadership. The chapter concludes by considering the role of the 
school principal in institutionalising PLCs. 
  
2.2 TEACHER LEADERSHIP 
 
Detailed examination of the literature indicates that the concept of teacher leadership 
has a “significant academic lineage” (Harris, 2003:313; Muijs & Harris, 2003:437; 
Wenner & Campbell, 2017:134; York-Barr & Duke, 2004:225). However, despite the 
proliferation of teacher leadership literature, both Smylie and Eckert (2017:2) and 
Grant (2017:1), have highlighted that progress in teacher leadership is predominantly 
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found in more developed countries like the United Kingdom (UK), United States of 
America (USA) and Canada. Grant (2017) maintains that though there is evidence of 
increased research interest in the area of teacher leadership there still remains a 
scarcity of research activity (Grant, 2017:3).  
2.2.1 Defining teacher leadership 
 
Prior research indicates diverse and varied definitions of teacher leadership 
(Katzenmeyer & Moller, 2009:5; York-Barr & Duke, 2004:260). The lack of 
consensus by scholars in the field on the concept of teacher leadership highlights the 
complex nature of this construct. In their most recent review of teacher leadership, 
Wenner and Campbell (2017:145) highlight that many scholars of teacher leadership 
“do not explicitly describe their definition of teacher leadership” which adds to the 
confusion. Prominent scholars, York-Barr and Duke (2004), who are noted for their 
meta-analysis of two decades of scholarship on teacher leadership, offer an 
explanation for the struggle to pin down an exact definition. They state that the lack 
of definitional clarity may be in part due to the “the expansive territory encompassed 
under the umbrella term ‘teacher leadership’” (York-Barr & Duke 2004:260).  
 
Some definitions of teacher leadership refer to the construct in a vague manner. An 
example of this is Wasley’s (1991:23) definition of teacher leadership as “the ability 
to encourage colleagues to change, to do things that they wouldn’t ordinarily 
consider without the influence of the leader”. Other definitions contain a more 
practical component. Katzenmeyer and Moller’s (2009:6)  definition offers their view 
that “teacher leaders lead within and beyond the classroom, identify with and 
contribute to a community of teacher learners and leaders, influence others towards 
improved educational practice, and accept the responsibilities of achieving the 
outcomes of their leadership”. Taylor, Goeke, Klein, Onore and Geist’s (2011:920) 
definition of teacher leadership focuses on classroom-based teachers that assume 
leadership roles which is neither “supervisory” nor “hierarchical”. The focus is 
directed towards personal and school growth instead of administrative positions.  
 
Most notions of teacher leadership differ primarily due to context and interest. My 
study focused on PLCs as a structure that promotes teacher leadership. In this 
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study, I subscribe to the definition of teacher leadership as articulated by Childs-
Bowen, Moller and Scrivner (2000:28) who view teacher leaders as belonging to 
PLCs which strive to improve learning. Furthermore, these teachers role model 
excellent practice and have agency to “empower” others in the school community 
and motivate others towards school improvement. 
 
Having explored the various definitions of teacher leadership, the next section will 
explore why teacher leadership is necessary. 
 
2.2.2 The need for teacher leadership 
 
Traditional orthodox leadership is “inadequate in the face of continuous change in 
the educational environment” (Harris 2003:318; Naicker & Mestry, 2013:2). The 
knowledge and skill required in our fast paced, dynamic environments requires 
leadership and responsibility for schooling to be shared. Schools are far too complex 
for solo leadership by principals, and recent studies support the call for leadership to 
be distributed among the various stakeholders in schools. Consequently, this need to 
distribute leadership, in turn, creates a need to develop teacher leadership. In a 
democracy such as South Africa, there has been a move towards a more 
participatory style of leadership. Leadership has progressed from solo leadership by 
the principal, to leadership in teams, for example the introduction of Senior 
Management Teams (SMT) and School Governing Bodies (SGB) (Naicker, 2010:20). 
Teacher leadership has been extolled in recent studies as a possible means to 
alleviate educational setbacks including, school and classroom improvement (Harris, 
2002:15; Muijs & Harris, 2003:440), teacher retention (Wenner & Campbell, 
2017:137), teacher professional development (Curtis, 2013:1), improved teacher 
morale and teacher efficacy (Berry, Daughtrey & Wieder, 2010:4), as well as 
encouraging teacher voice (Pennington, 2013:2). Consequently, there is a growing 
number of advocates for teacher leadership and more robust arguments for its need. 
Barth (2001:84) strongly advises that schools desperately need the leadership of 
teachers if they are to improve. Given the global challenges we face in the twenty 
first century, schools need to be “restructured” to accommodate teacher leaders 
(Darling-Hammond, 1994:1). Teacher leadership enables educators to be innovative 
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and creative with developing approaches that will improve teaching and learning 
(Darling-Hammond, 1994:1). 
 
Teaching as a profession is limited in terms of career growth, hence, the term “flat 
career” has been used in its description (Berry, Daughtrey & Wieder, 2010:1; 
Danielson, 2007:14). There is minimal progression as most teachers have the same 
responsibilities irrespective of their experience or expertise (Katzenmeyer & Moller, 
2009:4). As such, it demotivates teachers and stifles their professional growth. In 
South Africa, teachers are considered as ‘Senior Teachers’ after more than 15 years 
of teaching experience and subsequently ‘Masters Teachers’ after a few more years 
of experience. However, these titles and associated job functions are not currently in 
use and neither are teachers remunerated as a result of reaching either Senior or 
Master teacher level. Most often the only way for teachers to grow in aspects other 
than their area of specialisation, is to apply for administrative positions, like Head of 
Department (HOD). Most administrative positions require teachers to leave the 
classroom for a considerable amount of time, resulting in decreased contact time 
with students. Opportunities in administration widen a teacher’s exposure and 
understanding in the running of the school, which in effect changes their 
perspectives on school decision-making (Berry, Daughtrey & Wieder, 2010:1). A 
drawback to teacher involvement in school-wide administrative duties can create 
tension among their colleagues as their credibility in the eyes of their colleagues is 
brought to question (Barth, 2001:446). 
 
It must be highlighted that teachers are uniquely positioned. Their presence at 
grassroot levels, engaged in the core task of teaching and learning, identifies them 
as a rich and valuable source of knowledge and information (York-Barr & Duke, 
2004:255). Studies reveal that it is teachers who make the most difference in school 
improvement (Katzenmeyer & Moller, 2009:2; Stanulis, Cooper, Dear, Johnston & 
Richard-Todd, 2016:54). It is this very knowledge base and untapped potential of 
teachers that can serve as a catalyst for teacher leadership.  
 
Teacher leadership not only exerts a positive influence on teachers themselves, but 
also on their colleagues, learners and the school as a whole (Barth, 2001:445). 
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Teachers who engage in teacher leadership can benefit by means of opportunities 
for empowerment, improved teacher efficacy and agency, the development of 
leadership capacity and gaining insight into the organisational perspectives of the 
school (York-Barr & Duke, 2004:255). Teacher leaders influence colleagues by 
encouraging collaboration, promoting collegiality and breaking the traditional norm of 
the teaching profession, in which all teachers are regarded as equal (Muijs & Harris, 
2003:441-442). Maintaining equality amongst all teachers is often referred to as 
“egalitarianism” (Boles & Troen, 1994:9; Wasley, 1991:147). 
 
Although no direct link has been established between teacher leadership and 
learners’ academic achievement, teacher leaders’ model democratic, participatory 
forms of governance for students. Barth (2001:44) indicates that when teachers take 
on leadership responsibilities in a school, this “change in the leadership structure” is 
noticed by learners. Moreover, learners’ awareness and belief in democracy is 
heightened, thus leading to democratic practices and instilling in learners the belief in 
democracy (Barth, 2001:444).  
 
There is a strong relationship between “learning and leading” and teachers ought to 
model learning (Barth, 2001:445). It is at this point that teacher leadership and 
professional development overlap. The saying that “two heads are better than one” 
and “many hands make light work” are profound as teachers, together with school 
management and interested stakeholders, tackle problems together and share in 
collaborative discussion and shared decision-making. The ever increasing and 
varied challenges that bombard schools today, make solo leadership by the principal 
an increasingly difficult task. Although, school management can utilise resources 
available in the form of teachers, parents and communities, ideally the “most reliable, 
useful, proximate and professional help reside under the roof of the school – the 
teachers” (Barth, 2001:445).  
 
It is clear that teacher leadership has numerous benefits. However, there are many 
impediments that hinder the progress of teacher leadership. 
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2.2.3 Factors that enable and constrain teacher leadership 
 
Many barriers hinder the effective implementation of teacher leadership. The factors 
that promote teacher leadership are in fact proposed solutions to overcome the 
obstacles. Thus, the ensuing discussion simultaneously explores factors that 
promote and hinder teacher leadership. 
2.2.3.1   Personality traits of teachers 
Teachers’ own personality traits and interpersonal relationships prevent them from 
benefiting from teacher leadership opportunities. Some teachers display discomfort 
in positions of authority (Brosky, 2011:6). The uneasiness teachers feel might be 
ascribed to low teacher efficacy resulting in teachers not seeing themselves as 
leaders, nor wanting others to see them as leaders (Sato, 2005:55). Often, teachers 
are reluctant to take on leadership roles (De Villiers & Pretorius, 2012:214). 
Furthermore, teachers may not be willing to violate the egalitarian norms of the 
profession and might not wish to disturb traditional hierarchical structures (Brosky, 
2011:6; Little 1995:13; Smylie & Denny, 1990:254; Smylie, 1992:55). Another factor 
of teachers’ personality that might serve as an obstacle is low confidence, especially 
prevalent in novice teachers (De Villiers & Pretorius, 2012:214). In addition, the lack 
of “interpersonal and group skills” hinders successful leadership implementation 
(Barth 2001:446). It is notable that teachers need to embrace the disposition of 
wanting to be a leader (York-Barr & Duke, 2004:278). Research suggests that 
multiple activities and experiences can help empower teachers and change 
dispositions (Smylie & Eckert, 2017). Perhaps the way forward is to find ways to 
change the disposition of teachers towards teacher leadership. A start could be 
fellow teachers encouraging their peers to unlock each other’s potential (Barth, 
2001:446). Barth suggests that selectively supporting the efforts of even just one 
teacher can have a significant impact (Barth, 2001:446).  
2.2.3.2   Roles and relationships with peers and management 
Teachers are hesitant to unsettle the egalitarian norms of the teaching profession 
(Little, 1995:13; Wenner & Campbell, 2017:151). Many teacher leaders report that 
the greatest obstacle in leadership comes from colleagues (Barth, 2001:446). 
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Therefore, teacher leaders are hesitant to be called leaders even when they are 
active in leadership activities (Katzenmeyer & Moller, 2009:5; Wilson, 2016:27). The 
hesitancy may stem from how teachers are socialised into being followers in schools, 
rather than leaders (Moller & Katzenmeyer, 1996:3). Duke (1994:269) however, 
points out that there is a “crab bucket culture”, which describes the behaviour of 
teachers who attempt to rise up only to be dragged down by fellow colleagues who 
actually should be supporting and inspiring colleagues. 
 
The moment teachers assume some form of leadership responsibility there exists a 
slight hierarchy between them and their colleagues which disrupts relationships with 
colleagues (Smylie & Denny, 1990:250; York-Barr & Duke 2004:269). There is 
evidence that colleagues can be resentful of teacher leaders, making teacher 
leadership difficult by actively resisting their efforts every step of the way (Barth, 
2001:446; Brosky 2011:6). This often leads to the ostracism of teacher leaders 
(Barth, 2001:446). Research reveals that teacher leaders often feel conflicted by 
their need for “achievement” in their leadership role and the need for “affiliation” to 
their colleagues (York-Barr & Duke, 2004:267). Most often teachers report that their 
collegiality is compromised as a result of assuming leadership roles (Smylie & 
Denny, 1990:254). There is a need for a school culture that supports teachers taking 
on leadership responsibilities. A suggestion would be to start by creating an 
environment in which teachers do not feel threatened when others take the lead but 
rather support each other. Perhaps more attention could be given to relationship 
building exercises such as team building and greater distributed leadership. 
2.2.3.3   Climate and structural factors 
A “hierarchical structure” with a “bureaucratic approach” prevalent in schools is often 
identified as a major impediment to teacher leadership (De Villiers & Pretorius, 
2012:207; Grant 2017:10; Muijs & Harris, 2003:442). In addition, there are limited 
opportunities available for teacher leadership. Muijs and Harris (2003:442) suggest 
that to dismantle the hierarchy and address bureaucracy, there is a need to 
restructure the school and adopt a distributive leadership approach (Muijs & Harris, 
2003:442; Naicker & Mestry, 2013:12). Barth (2001:444) identifies that  school 
climate and culture is “inhospitable” to teacher leadership. Furthermore, schools with 
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unsupportive school cultures hinder teacher leadership (De Villiers & Pretorius, 
2012:207; Katzenmeyer & Moller, 2009:5). To promote teacher leadership, the 
emphasis should be placed on creating an environment that is conducive to teacher 
leadership (Cansoy & Parlar, 2017:3). Such an environment espouses a culture and 
climate that encapsulates shared leadership, participatory decision-making and a 
climate of trust and care (Snell & Swanson, 2000:2). Principals can play a role in 
creating a culture and climate that supports teacher leadership.  
 
Another structural factor that hinders teacher leadership is inadequate time and 
space afforded to teacher leadership (Barth, 2001:445; Mujis & Harris 2006:970; 
Smylie & Denny, 1990:253). Many teacher leaders describe their frustrations in 
being unable to function optimally due to demanding workloads (Barth 2001:445). 
Teacher leadership requires time allowances. Thus, restructuring teaching schedules 
to allocate time for teacher leadership may alleviate this concern (Smylie & Denny, 
1990:241). Furthermore, the overwhelming workloads of teachers can be reduced to 
accommodate their additional responsibilities as teacher leaders. Perhaps incentives 
in the form of monetary remuneration or reduced teaching loads may encourage 
teachers to take up leadership activities. It needs to be reiterated that without the 
support of principals in providing teachers with time for teacher leadership activities 
and less arduous workloads, it is unlikely that teacher leadership will flourish.  
2.2.3.4   Support from school management 
Some principals feel threatened by teachers with strong leadership skills, which 
results in their reluctance to relinquish some of their leadership control (De Villiers & 
Pretorius, 2012:207; Grant, Gardner, Kajee, Moodley & Somaroo, 2010:415). In such 
cases, potential teacher leaders are deprived of opportunities to lead and their 
professional growth is inhibited (Klinker, Watson, Furgerson, Halsey & Janisch, 
2010:103). Hence, principals’ cooperation is instrumental in the realisation of teacher 
leadership (Wenner & Campbell, 2017:155). Principals and school management 
need to embrace the principles of distributed leadership and make concerted efforts 
to cultivate leadership practices in teachers by providing opportunities for autonomy. 
Naicker (2010:174) recommends that principals should share power with teachers to 
promote leadership culture in schools. The focus of school management is to build a 
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productive relationship with teacher leaders. Principals need to create a climate of 
trust and mutual respect which encourages and supports teacher leadership (de 
Villiers, 2010:80). Another aspect that could motivate teachers to undertake 
leadership responsibilities is the implementation of incentives (de Villiers & Pretorius, 
2012:214). These incentives could include monetary remuneration, non-monetary 
remuneration in the form of recognition or leadership development training.  
 
2.2.3.5   Developing teacher leaders 
Development of teacher leaders requires some form of professional development 
(Wenner & Campbell, 2017:153). Development should not only focus on content or 
pedagogy but include leadership development and interpersonal skills. Training 
teachers to lead clusters, to engage in collaboration and mentor peers, are some 
aspects for development (Muijs & Harris, 2003:444). In addition, training and support 
provides opportunities for networking, which is an important enhancer of professional 
and personal growth. 
 
PLCs is a suitable structure that can support the personal and professional growth of 
a teacher. PLCs create emergent opportunities for leadership, thus having the dual 
benefit of leadership and professional development. Furthermore, PLCs provide an 
ideal platform where teachers can interact with each other and practice leadership 
skills. Strategies such as rotational leadership and shared decision-making can 
ensure that all teachers have an opportunity to exercise leadership. Theories and 
frameworks can be utilised to support the practice of teacher leadership and will be 
elucidated upon in the next section.  
 
2.2.4 Theories of teacher leadership and distributed leadership 
 
A study’s theoretical framework is defined as “the structure, the scaffolding, the 
frame of study” (Merriam, 1998:45). Evidence from literature indicates that 
distributed leadership theory is the most prominent theory used by scholars. In their 
comprehensive literature review on teacher leadership, Wenner and Campbell 
(2017:161) found that distributed leadership was utilised as a framework in 19% of 
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the studies. In light of this, they argue that distributed leadership is ideally suited to 
frame teacher leadership (Wenner & Campbell, 2017:161).  
 
Distributed leadership theory has gained prominence as an effective leadership 
strategy (Bolden, 2011:251; Johnson, Dempster & Wheely, 2016:7). Lumby 
(2013:583) highlights the gigantic strides that distributed leadership has made, 
stating that it has replaced other forms of leadership such as heroic, charismatic, 
hierarchical and transactional leadership. This sentiment is supported by Bush 
(2011:88) who emphasises the status of distributed leadership referring to it as the 
“preferred leadership model in the 21st century”. 
  
There are diverse interpretations of distributed leadership, with scholars using 
shades of interpretation in different contexts. In an extensive literature review carried 
out by Bennett, Wise, Wood and Harvey (2003:6), it was found that the “the concept 
of distributed leadership had a variety of meanings”. Despite the disparate nature of 
the concept, some common elements were identified by Bennett and colleagues. 
Firstly, leadership was described as an “emergent property” when groups of people 
work together. Secondly, distributive leadership expands the “boundaries of 
leadership”. Thirdly, distributed leadership ensures that “benefits resulting from 
exposure to various expertise is not limited to only a few individuals” (Bennett et al., 
2003:6). 
 
Prominent proponents of distributed leadership include the work of Spillane (2004, 
2006) and Gronn (2000, 2002, 2003). According to Spillane (2006:10) distributive 
leadership is primarily about “leadership practice” and this practice generally involves 
multiple individuals. Spillane also introduced a framework that could be used when 
studying the practice of distributed leadership and describes two important aspects 
that need to be considered, namely: “The leader-plus aspect and the practice 
aspect” (Spillane, 2009:70). The leader-plus aspect directs attention to leadership 
within a school or district. It maintains that leadership is not limited to the principal 
but includes any stakeholder in education assuming the roles and responsibilities of 
leadership (Naicker, 2010:37, Spillane, Camburn, Pustejovsky, Pareja & Lewis, 
2008:191). Hence, there is an awareness of the various leaders within the school, or 
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as in the case of this study, the district and the distribution of leadership among 
these leaders. In the practice aspect of distributed leadership, Spillane centres on 
“how leadership is distributed” (2006:15). Thus, the primary focus is on how 
educational stakeholders distribute leadership in their day to day tasks. According to 
Spillane and Sherer (2004:7), the practice aspect consists of three distinct features, 
namely, “leaders, followers and the situation”. The interconnections between these 
elements must be regarded holistically as leading to “leadership practice” (Spillane & 
Sherer, 2004:7). 
 
According to Gronn, “leadership is more appropriately understood as fluid and 
emergent rather than as a fixed phenomenon” (2000:324). Moreover, he regards 
leadership as a collective phenomenon where leadership emerges during the flow of 
activities that members in an organisation find themselves in (Gronn, 2000:331). 
Gronn also offers a two dimensional taxonomy which can be used to categorise 
instances where leadership is distributed (2002:654). The horizontal dimension can 
be looked at from two perspectives. The first relates to individuals who work closely 
with each other, while the second aspect deals with individuals that are deployed 
across work sites and therefore require the use of technology in order to 
communicate. The vertical dimension refers to “patterns of distributed leadership” 
which are “spontaneous collaboration”, “emergent interpersonal relationships” and 
“institutionalised attempts to formally distribute leadership” and Gronn considers 
these a manifestation of conjoint agency (2002:657). 
 
Spillane (2005:144) draws attention to duality of the construct distributed leadership, 
as it can serve as a “leadership structure” and an “analytical lens”. Through this lens, 
the practice of leadership can be explored by focusing on how leadership manifests, 
how power is shared and how people interact in specific contexts (Bolden, 2011; 
Spillane; 2005:144). A distributed leadership framework can help researchers hone 
in on particular aspects they intend to investigate. Harris notes the important 
“connections” and “overlaps” between distributed leadership and teacher leadership 
(2003:313). In fact, distributed leadership extends the boundaries of leadership, thus 
supporting teacher leadership. Teacher leadership is centrally and exclusively 
concerned with the idea that all teachers have the capacity to lead and that 
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leadership is a form of agency that can be distributed or shared (Harris, 2003:315). 
Thus, distributed leadership helps provide greater conceptual clarity around the 
terrain of teacher leadership and PLCs. Distributed leadership as a conceptual and 
theoretical framework aligns with my study which focuses on teacher leadership and 
the structure of PLCs that promote teacher leadership. Another theory that supports 
teacher leadership is parallel leadership. 
 
The theory of “parallel leadership” which was developed by Crowther, Ferguson and 
Hann (2009:53) support “parallelism” in which teachers and the principal lead the 
school in a complementary yet distinctive form of leadership. The roles and 
responsibilities of teachers involve “pedagogical leadership”, while the principal 
assumes responsibility for “strategic leadership” (Crowther, Ferguson & Hann, 
2009:60). Although studies by Crowther, Ferguson and Hann (2009:3) focus 
specifically on building school capacity, principals are required to form external 
alliances to promote collaboration between schools. Research suggests that PLCs 
develop the leadership capacity of educators reinforcing their ability to lead (Smoker, 
2004:432). Of interest then, is the notion of PLCs formed across schools, which are 
led by teachers and supported by principals and district facilitators. Parallel 
leadership is closely linked to distributed leadership in that leadership is shared with 
teachers. The difference between parallel leadership and distributed leadership lies 
in the “form and method” of leadership development of principals and educators 
(Crowther, Ferguson & Hann, 2009:41). 
 
Teachers and principals can lead in their respective areas of development and 
ultimately work towards the common goal which is to build school capacity as 
depicted in Figure 2.1.  
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Figure 2.1: Parallel leadership as theory for teacher leadership  
 
Crowther, Ferguson and Hann (2009:3) further developed a six-point framework for 
teacher leadership referred to as “The teachers as leaders’ framework”. The 
framework aimed to capture the essence of how teachers lead. The framework is 
presented in Figure 2.2. 
 
Teacher Leaders 
 
Convey convictions about a better world by 
articulating a positive future for all students; and 
contributing to an image of teaching as a profession that makes a difference. 
 
Facilitate communities of learning by  
encouraging a shared, school-wide approach to core pedagogical processes;  
approaching professional learning as consciousness-raising about complex issues; 
and synthesising new ideas out of colleagues’ professional discourse and reflective activities. 
 
Strive for pedagogical excellence by 
showing genuine interest in students’ needs and well-being; 
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continuously developing and refining personal teaching gifts and talents; and 
seeking deep understanding of significant pedagogical practices. 
 
Confront barriers in the school’s culture and structures by 
Standing up for children, especially disadvantaged and marginalised individuals and groups;  
working with administrators to find solutions to issues of equity, fairness, and justice; and 
encouraging student ‘voice’ in ways that are sensitive to student’s developmental stages and 
circumstances. 
 
Translate ideas into sustainable systems of action by 
working with the principal, administrators, and other teachers to manage projects that heighten 
alignment between the school’s vision, values, pedagogical practices, and professional 
learning activities; and 
building alliances and nurturing external networks of support. 
 
Nurture a culture of success by 
acting on opportunities to emphasise accomplishments and high expectations; 
encouraging collective responsibility in addressing school wide challenges; and  
encouraging self-respect and confidence in students’ communities. 
 
Figure 2.2: The Teacher as a Leader Framework (Crowther, Ferguson & Hann, 2009:3)  
The “theory of action for teacher leadership” was developed by York-Barr and 
Duke (2004:289) as a conceptual framework for teacher leadership. The framework 
depicted in Figure 2.3 illustrates a path by which teacher leadership can ultimately 
influence student learning. Seven key components were put forth. The first three 
components include characteristics of teacher leaders, leadership work undertaken 
by teachers and conditions that support teacher leadership (York-Barr & Duke, 
2004:289). These three components were derived from teacher leadership literature 
and serves as a starting point for teacher leaders. The next three components 
suggest paths that teachers can take to positively impact student learning. The 
processes that teacher leaders use are identified as “the means of leadership 
influence, targets of their leadership influence, and the intermediary outcomes of 
changes in teaching and learning practices” (York-Barr & Duke, 2004:289). The 
seventh component “student learning” is the final component in this theory of action 
(York-Barr & Duke, 2004:289). This conceptual model shares many characteristics 
with PLCs such as shared leadership, development opportunities, building and 
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maintaining relationships and is inclusive of both individual and team work. Thus, this 
framework can be used to examine teacher leadership in PLCs within and across 
schools. 
 
 
Figure 2.3: York-Barr and Dukes theory of action 
 
In the South African context, Grant’s model of teacher leadership has served as a 
framework for many local studies (Grant, 2006, 2008a, 2010, 2012). This model was 
developed in three phases over a period of five years (Grant, 2017:6). It consists of 
four zones, six roles and forty-three indicators of teacher leadership. Figure 2.4 
below illustrates the model. 
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 FIRST LEVEL OF ANALYSIS 
FOUR ZONES 
 
Zone 1 Zone 2 Zone 3 Zone 4 
In the classroom Working with other teachers and learners 
outside the classroom in curricular and extra-
curricular activities 
Outside the classroom in whole 
school development 
Beyond the school into the 
community 
 FIRST LEVEL OF ANALYSIS 
SIX ROLES 
 
One: Continuing to 
teach and improve 
one’s own teaching 
Two: 
Providing 
curriculum 
developmen
t knowledge 
Three: 
Leading in-
service 
education 
and assisting 
other 
teachers 
Four: 
Participating 
in 
performanc
e evaluation 
of teachers 
Five: 
Organising and 
leading peer 
reviews of 
school practice 
Six: 
Participating 
in school level 
decision-
making 
Two: 
Providing 
curriculum 
development 
knowledge 
Three: 
Leading in-
service 
education 
and assisting 
other 
teachers 
 INDICATORS 
THIRD LEVEL OF ANALYSIS 
  
1. centrality of expert 
practice (including 
appropriate teaching & 
assessment strategies 
& expert knowledge). 
2. keep abreast of new 
developments 
(attendance at 
workshops & further 
study) for own 
professional 
development. 
3. design of learning 
activities & 
improvisation/appropriat
e use of resources. 
4. processes of record 
keeping & reflective 
practice. 
5. engagement in 
classroom action 
research. 
6. maintain effective 
classroom discipline & 
meaningful relationship 
with learners (evidence 
of pastoral care role). 
7. take initiative & 
engage in autonomous 
decision-making to 
make change happen in 
classroom to benefit of 
learners. 
1. joint 
curriculum 
developmen
t (core & 
extra/co-
curricular). 
2. team 
teaching. 
3. take 
initiative in 
subject 
committee 
meetings. 
4. work to 
contextualis
e curriculum 
for own 
particular 
school. 
5. attend 
DOE 
curriculum 
workshops 
& take new 
learning, 
with critique, 
back to 
school staff. 
6. extra/co-
curricular 
coordination 
(e.g. sports, 
cultural 
activities, 
etc.). 
 
1. forge 
close 
relationships 
& build 
rapport with 
individual 
teachers 
through 
which mutual 
learning 
takes place. 
2. staff 
development 
initiatives. 
3. peer 
coaching. 
4. mentoring 
role of 
teacher 
leaders 
(including 
induction). 
5. building 
skills & 
confidence 
in others. 
6. work with 
integrity, 
trust & 
transparency
. 
1. engage in 
IQMS 
activities 
such as 
peer 
assessment
, e.g. 
involvement 
in 
developmen
t support 
groups. 
2. informal 
peer 
assessment 
activities. 
3. 
moderation 
and 
assessment 
tasks. 
4. 
reflections 
on core & 
co/extra-
curricular 
activities. 
1. 
organisational 
diagnosis 
(Audit-SWOT) 
& dealing with 
the change 
process 
(School 
Development 
Planning). 
2. whole 
school 
evaluation 
processes. 
3. school-
based action 
research. 
4. mediating 
role (informal 
mediation as 
well as union 
representation)
. 
5. school 
practices 
including 
fundraising, 
policy 
development, 
staff 
development, 
professional 
development 
initiatives, etc. 
1. awareness 
of & non-
partisan to 
micropolitics 
of school 
(work with 
integrity, trust 
& 
transparency) 
2. participative 
leadership 
where all 
teachers feel 
part of the 
change or 
development 
& have a 
sense of 
ownership. 
3. problem 
identification & 
resolution. 
4. conflict 
resolution & 
communicatio
n skills. 
5. school-
based 
planning & 
decision-
making. 
1. Joint 
curriculum 
development 
(core & 
extra/cp-
curricular). 
2. liaise with & 
empower 
parents about 
curriculum 
issues (parent 
meetings, 
visits, 
communicatio
n – written or 
verbal). 
3. liaise with & 
empower the 
SGB about 
curriculum 
issues (SGB 
meetings, 
workshops, 
training -
influencing of 
agendas). 
4. networking 
at 
circuit/district/ 
regional/ 
provincial 
level through 
committee or 
cluster 
meeting 
involvement. 
1. forge 
close 
relationships 
& build 
rapport with 
individual 
teachers 
through 
which mutual 
learning 
takes place. 
2. staff 
development 
initiatives. 
3. peer 
coaching. 
4. mentoring 
role of 
teacher 
leaders 
(including 
induction). 
5. building 
skills & 
confidence 
in others. 
6. work with 
integrity, 
trust and 
transparency
. 
Figure 2.4: Grants Model of Teacher Leadership 
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In zone one teachers lead within their own classrooms and the primary role is to 
improve their own practice (Grant, 2012:57). In an effort to achieve the necessary 
expertise, teachers engage in various activities. For example, they design learning 
materials, develop assessments, select appropriate resources, maintain discipline, 
build relationships with learners and critically reflect on their practice. Zone two 
involves teachers working beyond the classroom with other teachers and learners in 
both the curricular and extra-curricular activities events in the school. There are three 
roles that teachers can assume in this zone. These roles involve “providing 
curriculum knowledge, leading in-service education and assisting other teachers and 
participating in performance evaluation of other teachers” (Grant, 2012:58). In zone 
three teachers participate in whole school development. Teachers take on the roles 
of organising and leading peer reviews of school practice and participate in school 
decision-making (Grant, 2012:58). In the last zone, zone four, teachers engage in 
leadership beyond the boundaries of the school and into the community. The two 
roles in this zone involve providing curriculum and development knowledge and 
leading in-service education and supporting peers. This study is located in zone four 
as it is focussed on educators in cross-school PLCs at district level. The study 
examines how educators perceive PLCs as a structure that supports teacher 
leadership. Grant’s model also supports the distributed leadership framework. Both 
models are utilised as theoretical frameworks in this study.  
 
2.2.5 The preparation of teacher leaders 
 
In order for teacher leadership to flourish, various strategies ought to be put into 
place. Presently, teacher leadership development does not receive the attention 
required. Teacher leadership development should go beyond “advocacy” and should 
focus on a “systematic, systemic development of teacher capacity for leadership and 
teachers’ leadership practice” (Smylie & Eckert, 2017:2).  
 
Teacher leadership is a field that is gaining growing support and recognition. In some 
states in the United States of America (USA), teacher leadership credentials are a 
pre-requisite for teachers, resulting in many universities offering programmes to 
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prepare teacher leaders (Smylie & Eckert, 2017:2). In addition to university courses, 
York-Barr and Duke (2004:279) have identified site-based teacher leadership 
programmes held at school and district level. Other strategies that serve as 
promising avenues to develop teacher leadership include professional development 
at school which could encompass a form of job-embedded learning. Furthermore, 
Crowther, Ferguson and Hann (2009:96) have suggested a seminar style 
development programme for teacher leadership. Online networking is also 
considered a means to teacher leadership development (Berry, Daughtrey & Wieder, 
2013). Given our rapid progress in technology, online networking has gained 
considerable prominence.  
 
Teachers can enact leadership in both formal and informal ways. Formal pathways 
occur when principals or department officials appoint a teacher to a specific position 
such as HOD for a subject or grade and other formal appointments such as union 
representative, representative of a SGB, cluster leader and leader of PLCs. Informal 
pathways include teachers taking initiatives in coaching and mentoring fellow 
colleagues, especially novice teachers and sharing ideas and innovative teaching 
practices with peers (York-Barr & Duke, 2004:263). Smylie and Eckert (2017:1) 
identify “self-initiative” as another path to teacher leadership. This is evident in the 
USA where teachers are encouraged and backed to choose their own path of 
teacher leadership development. 
  
2.2.6 Limitations and critiques of teacher leadership 
 
While it is often stated that teachers ought not to be “passive recipients” of mandated 
change but rather “active instigators” of innovative reform, teachers still remain 
positioned on the side-lines of educational reform (Chapman et al., 2017:1). There 
needs to be decisive action to capacitate teachers for leadership. Smylie and Eckert 
(2017:16) argue that teacher leadership is unlikely to develop on its own. The 
presence of bureaucratic and hierarchical structures dominant in the education 
sector inhibit teacher leadership (Grant, 2006:526). In addition to structural 
challenges, there are specific knowledge and skills that teachers are required to 
possess in order to assume leadership positions. It cannot be assumed that teachers 
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possess the necessary understanding and complex interpersonal skills that are a 
pre-requisite for teacher leadership. Thus, special attention needs to be given to 
development of leadership skills of teachers. It must be noted that the rise of teacher 
leadership will result in significant changes in administrative structures and 
relationships and will “recalibrate working and authority relationships” (Smylie & 
Eckert, 2017:14). It is imperative that principals be aware of the benefits of PLCs to 
promote teacher leadership. Principal support is necessary as it significantly 
influences teacher leadership.  
 
2.3 PROFESSIONAL LEARNING COMMUNITIES (PLCS) 
 
The construct PLCs share many similarities with areas of study such as “learning 
organisations” (Senge, 1990:7), “community of practice” (Wenger, 1998:2), “learning 
community” (Louis, Kruse & Bryk, 1995:224) and “professional community” 
(McLaughlin & Talbert, 1993:8). All these studies have made some contribution to 
the construct Professional Learning Community (PLC) (Kruse & Johnson, 2017:591; 
Stoll et al., 2006:224). 
 
2.3.1 The nature and essence of professional learning communities 
 
There is robust debate among researchers regarding what exactly constitutes a PLC 
and who might be considered members of such a community (Stoll, 2010:152). 
Some scholars contend that PLCS “should be interpreted as groups of teachers 
supported by leaders” (Stoll et al., 2006:225). Others argue for teacher-led PLCs 
(Stegall & Linton, 2012:62), PLCs between schools (Harris & Jones, 2010:172; 
Jackson & Timperley, 2007:45) and “principal networks” (Stoll, 2010:152). Notably, 
PLC research extends beyond the school boundaries and includes community 
stakeholders, for example, university-school partnerships (Brodie, 2013:227; 
Feldman & Fataar, 2014:8). Thus, it is evident that PLCs requires a broad 
perspective as its boundaries have become increasingly more permeable. 
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The literature posits a wide range of definitions for PLCs. Botha (2012:398) defines 
PLCs as an “opportunity for adults across the school system to learn and think 
together about how to improve their practice in ways that lead to learner 
achievement”. Rasberry and Mahajan (2008:2) describe PLCs as groups of 
professionals dedicated to improvement in both self and organisation by engaging in 
tasks such as “reflective dialogue, critical thinking and self-examination”. The most 
frequent term used in PLC literature is “collaboration” and forms the basis of most 
definitions (Stoll & Louis, 2007:3; Stoll, 2010:151; DuFour, 2004:3; Reichstetter, 
2006:1; Steyn, 2015:198). Additionally, the term “collaboration” indicates a paradigm 
shift from teacher’s individual professionalism to one of collective professionalism 
(Harris, 2013:178). While there is no singular definition of PLCs, scholars agree that 
certain observable behaviours may be indicators of PLCs in practice (Stoll & Louis, 
2007:2; Harris, 2013:176). These behaviours include regular meetings arranged by 
teachers to discuss issues they have identified as important, critical dialogue towards 
improvement of practice, collective responsibility for student learning and 
accountability for learner achievement (Stoll & Louis, 2007:2; Hord, 2009:40).  
 
A closer inspection of the words that make up the term ‘professional learning 
community’ indicate that they have significant meaning and clarifies understanding. 
Hence, a brief description of each word is explored below. Members of PLCs are 
professionals. The term “professional” is used to describe an individual with a highly 
specialised and technical knowledge and expertise in a specific field (Stoll & Louis, 
2007:2; Stoll, 2010:152; Balyer, Karatas & Alci, 2015:1342; Hord, 2009:41).  
 
According to Stoll & Louis (2007:2) the word “learning” has only recently been 
inserted into the phrase professional community and this signals an emphasis away 
from “process” towards “improvement” (Stoll & Louis, 2007:2). In this regard, 
improvement in schools would refer to both teaching quality and student learning. 
The term “learning” suggests a continuous pursuit of knowledge by actively seeking 
opportunities for improvement (Balyer, Karatas & Alci, 2015:1342; Hord, 2009:41). 
Teachers demonstrate learning when they engage in activities such as peer 
observation, share best practices, critically reflect on their own teaching practice, 
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engage in professional conversations and collaborate on developing instructional 
material and assessments.  
 
At the heart of PLCs is the concept of community. In contrast to traditional forms of 
professional development where the focus is primarily on an individual’s professional 
growth, PLCs are directed at collective and collaborative learning. This is a key 
characteristic of sociocultural learning and constructivist learning (van Lare & Blazer, 
2013:384; Hord, 2009:41). Some features of a community include shared vision and 
beliefs, interaction and participation, interdependence and strong relationships as 
well as personal connections between members (Stoll, 2010:151). These features 
are considered prerequisites in a PLC. Stoll and Louis (2007:3) highlight the element 
of relationships in their definition of PLCs, which refers to a “group of professionals 
who focus on collective knowledge that occurs within an ethic of interpersonal caring 
that permeates the life of teachers, students and school leaders” (Stoll & Louis, 
2007:3). 
 
2.3.2 PLCs in the South African context 
 
Although the concept of PLCs has been prominent in international contexts (Stoll, 
Bolam, McMahon, Wallace & Thomas 2006:221; Rasberry & Mahajan, 2008:1), it is 
a relatively new concept in South Africa (Brodie & Borko, 2016:1). The idea of PLCs 
in the South African educational landscape emerged from a Teacher Development 
Summit held in July 2009. The primary focus of this summit was to address issues 
surrounding teacher quality (RSA, 2011:1). The summit resulted in a Declaration that 
called for a “new, strengthened, integrated national plan for teacher development in 
South Africa” (RSA, 2011:1). Thus, the Integrated Strategic Planning Framework for 
Teacher Education and Development in South Africa 2011-2025 (ISPFTED) was 
conceived and aimed to answer the call made in the Declaration. The ISPFTED was 
a product of collaborative efforts of major stakeholders in education. The 
establishment of PLCs is a provision made in the ISPFTED which is to strengthen 
the professional development of teachers (RSA, 2011:13).  
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In the ISPFTED (2011:14) document, PLCs have been described as “communities 
that provide the setting and the necessary support for groups of classroom teachers, 
school managers and advisors to participate collectively in determining their own 
developmental trajectories and to set up activities that will drive their development”. 
The main activities identified in the ISPFTED include analysing results of Annual 
National Assessments (ANA) and National Senior Certificate (NCS). The Curriculum 
and Assessment Policies (CAPS) document for specific subjects should also be 
critically examined and adapted to one’s own teaching context. Furthermore, the 
ISPFTED requires teaches collect and analyse their own data in an effort to 
improves teaching and learning as well as work collaboratively with peers by 
engaging in team teaching and critical reflections (RSA, 2011:14).  
 
It is clear that the primary aim of PLCs is to strengthen teacher professionalism 
through improved teacher practice and to promote collaboration among teachers. 
However, other aspects of teacher professional development, specifically relating to 
teacher leadership can be inferred from the language used in the policy. There are 
statements such as “all teachers are skillful leaders within the broader communities 
of learners, school managers, support staff and parents” (RSA, 2011:80), “teachers 
should take control of their own development”; “take up leadership roles in PLCs 
such as facilitation, setting up of the agenda, and defining outcomes” (RSA, 2015:8). 
These statements highlight the leadership capacity of teachers. Brodie and Borko 
(2016:2) suggest that teachers come together in PLCs as “relatively autonomous 
agents” and “drive their own learning”. Thus, PLCs facilitate the emergence of 
teacher leadership and promotes teacher autonomy and agency.  
 
According to policy on PLCs in ‘Professional learning communities - A guideline for 
South African schools’, the implementation of PLCs has a definite timeline (DoE, 
2015:4). Notably, “subject-based” and “issue-based” PLCs ought to have been 
widely established by the year 2017 (RSA, 2015:4). The key role-players in the 
establishment of PLCs identified in the ISPFTED include the provinces, districts, 
teacher organisations, subject-based professional teacher associations and 
teachers. The role of the DBE was to “support the work of PLCs by developing 
activities and materials that can stimulate their work” (RSA, 2011:14). However, 
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anecdotal evidence from educators and district officials suggests that PLCs exist 
merely in policy and efforts towards establishing PLCs in schools have been 
described as superficial (Mahomed, 2016: vi). Brodie & Borko (2016:3) describe the 
South African educational landscape as one of “individualistic, isolated work 
practices” which curbs the development of PLCs. In addition, the largely bureaucratic 
and hierarchical structures dominant in the educational sector stifles teachers’ 
professional growth (Grobler, Moloi & Thakhordas, 2017:338; Grant, 2006:526; 
Brodie & Borko, 2016:3; Caena, 2011:14). A recent publication entitled ‘Professional 
Learning Communities in South African Schools and Teacher Education 
Programmes’ (Mahomed, 2016: vi) describes the current process of implementing 
PLCs as “slow” arguing that the structural design was flawed with the exceptions of 
“some pockets of excellence” (Mahomed, 2016: vi). The successful cases of PLCs in 
South Africa are reported in Steyn’s (2015:198) case study of a school-based PLC 
and De Clercq and Phiri’s (2013:81) subject-based PLCs at cluster level. In addition, 
university-teacher PLC partnerships have also had success (Feldman & Fataar, 
2014:18; Brodie, 2013:227). However, slow and poor progress in relation to PLC 
establishment and implementation was acknowledged by the DBE. A conference 
was convened by the DBE in September 2014 to provide additional support and 
guidelines to teachers and district officials on the implementation of PLCs.  
 
2.4 THE RELATIONSHIP BETWEEN TEACHER LEADERSHIP AND 
PROFESSIONAL LEARNING COMMUNITIES 
 
Ackerman and Mackenzie (2007:237) state that teacher leaders “live for the dream 
of feeling part of a collective, collaborative enterprise”. PLCs are the ideal vehicle to 
fulfil this dream. Although the primary purpose of PLCs is to enhance the quality of 
teaching and learning, teacher leadership should develop naturally in the process of 
sharing knowledge and skills as teachers are empowered to assume leadership 
roles with the support of their colleagues (Hadfield, 2017:211; Katzenmeyer & Moller, 
2009:8). Poekert (2012:170) posits that there is a strong link between teacher 
leadership and professional development describing professional development as 
“the cause and outcome of teacher leadership”. PLCs can exist within schools and 
across schools and these multiple platforms provide teachers with opportunities to 
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engage in distributed leadership at a systems level. Harris and Jones (2010:173) 
highlight the link between distributed leadership and PLCs. 
The idea of professional learning communities is underpinned by the 
concept of distributed leadership … within professional learning 
communities, distributed leadership is characterised by teachers working 
together on a shared area of enquiry (Harris, 2009). Distributed leadership 
provides the infra-structure that holds the community together, as it is the 
collective work of educators, at multiple levels who are leading innovative 
work that creates and sustains professional learning communities (Harris 
& Jones, 2010:173). 
 
In order for teacher leadership to flourish it is imperative to establish PLCs within and 
across schools. The success of such an initiative remains the responsibility of school 
principal, district facilitators but most importantly teachers themselves. Co-operation 
and collaboration amongst these stakeholders will ensure that the leadership 
capacity of teachers are cultivated.  
 
2.5 THE PRINCIPAL’S ROLE IN INSTITUTIONALISING 
PROFESSIONAL LEARNING COMMUNITIES 
 
The general “leadership climate” of an organisation influences the development of 
leadership within an organisation (Day & Halpin, 2004:5). The disposition of a 
principal towards teacher leadership and PLCs, has a considerable impact on the 
culture and climate of a school (Botha, 2012:13; van Lare & Brazer, 2013:376; 
Morrissey, 2000:35). Positional authority of principals can directly or indirectly 
squash initiatives or cause them to flourish. Balyer, Karatas and Alci (2015:1341), 
strongly advocate that a principal’s belief in the innate ability of teachers’ capacity 
will significantly encourage teacher leadership and PLCs in schools. 
 
Wilson (2016:45) suggests that principals can put specific measures in place that 
can result in simultaneous empowerment of teachers and the optimal functioning of 
PLCs in their schools. Some measures suggested includes obtaining resources 
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required to enhance professional development and making changes to schedules in 
an effort to create time and space for teachers to participate in PLCs (Wilson, 
2016:45). Research highlights the important role that principals play in promoting a 
culture of collaboration among teachers, cultivating leadership (Wilson, 2016:56) as 
well as creating an environment that builds social capital and fosters trust 
(Tschannen-Moran, 2014:7). 
 
2.6 CONCLUSION 
 
This chapter offered an extensive review of the literature pertaining to teacher 
leadership. Scholarship in the field of teacher leadership is gradually increasing. The 
interest in this field might be attributed to complex demands and challenges of the 
21st century and the inadequacies of traditional leadership practices to meet these 
demands. Furthermore, the new knowledge and skills required by rapid globalisation 
calls for alternate forms of leadership to meet the current challenges. Thus, teacher 
leadership has been earmarked as the ideal form of leadership in present times. 
Some factors that enable teacher leadership are teacher’s personality traits, their 
roles and relationships with their colleagues, structural factors as well as support 
from school management. Teacher leadership is limited by the inadequate inclusion 
of teachers in decision-making and the presence of a strong bureaucracy and 
hierarchy. Notably, there is a greater need to capacitate teachers with leadership 
skills. A distributed leadership approach expands the boundaries of leadership and 
supports teacher leadership. Zone four of Grant’s model of teacher leadership 
provides a lens to examine teacher leadership beyond the school and into the 
community. The literature supports the argument that PLCs can be used as a forum 
to enhance teacher leadership.  
 
In the next chapter, the research design and methodology will be discussed. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY  
 
3.1 INTRODUCTION 
 
The literature review in Chapter Two framed the existing knowledge on teacher 
leadership and provided a context for the research problem to be addressed 
(McMillan & Schumacher, 2014:85). This chapter focuses on the methodology used 
in the selection of an appropriate research design and research methods that 
correspond with the research problem. The research problem was concerned in 
exploring educators’ views regarding PLCs as a strategy for teacher leadership. 
Mouton (2001:56) highlights the importance of choosing a design that answers the 
research question and methods that yield desired results. A research design is a 
blueprint that outlines the prescribed plan for conducting research (Mouton, 
2001:55). The research design illustrates “specific procedures involved in the 
research process: data collection; data analysis; and report writing” (Creswell 
(2012:20).  
 
The objectives of this study are to: 
 examine how teachers are currently involved in PLCs; 
 determine what opportunities for teacher leadership are present in PLCs; 
 investigate the potential that PLCs have to promote teacher leadership;  
 identify the factors that promote and hinder teacher leadership in PLCs.  
 
A comprehensive account of the research design and methodology follows, 
commencing with the research paradigm.   
 
3.2 RESEARCH PARADIGM 
 
The term “paradigm” refers to a way of thinking, a “worldview” and how knowledge is 
generated through a specific perspective (Mills & Birks, 2014:18; Yin, 2016:22). The 
term “paradigm” was first used by Thomas Kuhn in 1962 in reference to 
philosophical assumptions (Bickman & Rog, 2009:224; Creswell, 2016:39). A 
36 
 
paradigm consists of five basic philosophical assumptions namely, “ontology, 
epistemology, axiology, methodology and rhetoric” (Creswell, 2016:41). Ontology 
refers to “the nature of reality” and highlights the existence of multiple realities 
(Henning, van Rensburg & Smit, 2004:15). Epistemology is concerned with “the 
philosophy of knowledge or how we come to know” (Henning, van Rensburg & Smit, 
2004:15). Axiology can be described as “the use of values and bias in a study”, while 
methodology relates to the “research process”. Rhetoric involves the “belief in the 
use of language that varies from formal to informal” (Creswell, 2016:41). My 
research was located within the interpretive paradigm which is anchored in 
qualitative research, thus, my interest was in capturing multiple perspectives of my 
participants’ realities. Qualitative research involves a methodical, comprehensive 
inquiry of social phenomena, human behaviour and interaction in their natural 
setting, from the experiences and perspectives of the participant (Lichtman, 2013:4). 
Creswell (2012:18) highlights that qualitative research should focus on a significant 
phenomenon from the point of view of the participants. In this study the phenomenon 
is teacher leadership in PLCs, from the point of view of educators. Based on the 
exploratory nature of my research, the interpretivist paradigm was well suited to my 
research. I was interested in exploring educators’ views based on their experiences 
of participating in PLCs to determine whether PLCs were a possible strategy to 
promote teacher leadership. An interpretivist researcher postulates that knowledge is 
constructed by people as they interact with other people and the environment 
(Creswell, 2009:8). Features of an interpretivist paradigm include, “multiple realities, 
value bound research and time and context specific findings” (Yin, 2016:22). 
  
3.3 RESEARCH DESIGN 
 
A research design serves as a plan on how the research will be undertaken in order 
to answer the research questions put forth (Patton, 2015:155). After much 
deliberation a generic qualitative research design was chosen as the most suitable 
method for this research. Generic qualitative research can be defined as “that which 
is not guided by an explicit or established set of explicit philosophic assumptions in 
the form of one of the known qualitative methodologies” (Caelli, Ray & Mill, 2003:2). 
Furthermore, generic qualitative research is often used when the research does not 
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fit neatly into a particular established qualitative methodology (Caelli, Ray & Mill, 
2003:1). This study did not make a neat fit, nor was it guided explicitly by the 
commonly used methodologies, namely, case study, ethnography, phenomenology 
or grounded theory (Cooper & Endacott, 2007:817). If the time frame of the research 
allowed for prolonged data collection, I would have considered the use of case study 
methodology. However, the time frame of this study in its entirety was 10 months 
and this would not allow for prolonged observation in the field, which is suitable for 
case study research (Rule & John, 2011:21). Patton (2015:155) argues that a 
“generic qualitative inquiry is used to answer straightforward questions without 
framing the inquiry within an explicit theoretical, philosophical, epistemological or 
ontological tradition”. Furthermore, Merriam’s (1998:11) view of generic qualitative 
research is helpful, where the focus is simply “to seek to discover and understand a 
phenomenon, a process, or the perspectives and worldview of the people involved”. 
 
Research methodologies have both advantages and limitations. Advantages of 
generic qualitative research include the ability to address concrete and practical 
questions without the need to pledge allegiance to a particular qualitative approach, 
or an explicit theoretical framework (Patton, 2015:155). Limitations for generic 
qualitative studies include a scarcity of literature that demonstrates how to do a 
sound generic qualitative study, as well as a lack of evaluation criteria for this 
approach to research (Caelli, Ray & Mill, 2003:1). In an attempt to overcome the 
limitations, studies that utilised a generic design were examined in detail.  
  
3.4 SAMPLING   
 
My initial search involved looking for PLCs within schools in the south of Gauteng. I 
used snowball sampling by getting in touch with potential participants who referred 
me to other participants. I conducted pre-screening for functional PLCs but was 
unable to identify formally functioning PLCs within schools in three school districts in 
the south of Gauteng. However, during the pre-screening process, I identified six 
active PLCs that operated across schools. From the six PLCs that operated at the 
school district level, four PLCs from two school districts met the criteria used in the 
process of purposeful sampling. Criteria for PLC selection included PLCs that were 
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functional for two years and had regular meetings at least once a term. The PLCs 
that were identified were subject-based; one focusing on English, two on 
Mathematics and one on History.  
 
Participants for interviews were chosen using purposeful sampling. Merriam 
(1998:61) defines purposeful sampling as selecting participants based on their 
experience and knowledge. Again, a screening process was used to select 
participants based on specific criteria, which included, participation in the PLC for a 
period of more than one year. Telephonic discussions were conducted with 
educators and facilitators as part of a pre-screening process, in an effort to 
determine if they met the criteria. In the context of this study, a facilitator refers to a 
subject specialist appointed by the Department of Education (DoE), also known as a 
Senior Education Specialist (SES). Facilitators (SESs) are responsible for curriculum 
related issues in a specific subject across a particular phase. A facilitator and two 
teachers, a male and a female, from each of the three different subject PLCs in two 
districts, were chosen to be interviewed. Facilitators were chosen to be part of the 
sample in an effort to obtain their views and corroborate findings. I ensured that my 
sample was gender representative. Since three of the four PLCs studied were 
situated in the intermediate phase and constituted primarily of females, equal gender 
representation ensured the presence of a male voice. In this study, the term 
educators encompasses both the facilitators and the teachers who formed the 
sample in this study.  
3.4.1 Biographical details of the sample 
 
The table below summarises the biographic information of the sample. 
 
Table 3.3 A: PLC 1 
 
 
 
Participant Gender Age Qualification Years of 
experience 
as an 
educator 
Years of 
experience 
as a 
facilitator 
Years of 
participation 
in PLC. 
Teacher 1 M 40-49yrs PGCE 9 N/A 1 
Teacher 2 F 40-49yrs Bed.Hons 19 N/A 3 
Facilitator 1 F 40-49yrs Dip. ACE 13 1 3 
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Table 3.3 B: PLC 2 
 
 
Table 3.3 C: PLC 3 
 
Participant Gender Age Qualification Years of 
experience 
as an 
educator 
 Years of 
participation 
in PLC. 
Teacher 1 M 40-49yrs Bed.Hons 23 N/A 3 
Teacher 2 F 50-59yrs BA 30 N/A 3 
Facilitator 1 M 50-59yrs Bed.Hons 32 4 3 
 
 
Table 3.3 D: PLC 4 
 
Participant Gender Age Qualification Years of 
experience 
as an 
educator 
 Years of 
participation 
in PLC. 
Teacher 1 M 40-49yrs BSc.Hons 21 N/A 3 
Teacher 2 F 20-29yrs BEd 3 N/A 3 
Facilitator 1 F 40-49yrs B.Ed 20 3 2 
 
3.5 DATA COLLECTION METHODS 
 
Data was gathered mainly by means of face-to-face individual semi-structured 
interviews and supplemented by observations. The use of multiple methods 
strengthens the data (Richards, 2015:44).  
 
3.5.1 Semi-structured interviews 
 
Semi-structured interviews were the primary method of data collection and were 
conducted individually with twelve educators. This included two educators and the 
facilitator from each of the four PLCs. Semi-structured interview questions enabled 
me to choose questions in advance, but the sequence and phrasing of the questions 
was adjusted to allow for flexibility (Barbour, 2014:18; McMillan & Schumacher, 
2014:381). Barbour (2014:120) posits that semi-structured interviews allow for the 
Participant Gender Age Qualification Years of 
experience 
as an 
educator 
Years of 
experience 
as a 
facilitator 
Years of 
participation 
in PLC. 
Teacher 1 M 40-49yrs Bed.Hons 18 N/A 3 
Teacher 2 F 50-59yrs Bd. Hons 29 N/A 3 
Facilitator 1 M 30-39yrs Dip. ACE 9 4 3 
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respondents to bring forth issues that are important to them, rather than the 
researcher direct the conversation. Thus, the respondents were given the freedom to 
share their experiences and perceptions, while I consulted the interview schedule 
and highlighted aspects that required further probing or were not addressed. This 
method of interviewing provided me with an opportunity to obtain maximum insight 
and understanding from the views of educators in respect of PLCs, as a structure to 
promote and advance teacher leadership.  
 
To enhance the validity of the interviews, a pilot study was conducted prior to the 
main study. One facilitator and one PLC member were chosen to test the interview 
schedule. Results of the pilot study resulted in some adjustments to the interview 
schedule and possible prompts were highlighted. All interviews were conducted on 
school premises after school hours and, in the case of the facilitators, at the relevant 
district office. Interviews were planned to be a minimum of 60 minutes to respect the 
participants’ time constraints. Surprisingly, some interviews were completed within 
45 minutes. A possible reason for this could be the early developmental stage of 
PLCs where the primary focus was improving teacher quality. All interviews were 
audio recorded. I personally transcribed every recording, in keeping with the 
suggestion that transcription of one’s own data allows one to be “close to the data” 
(Henning, van Rensburg & Smit, 2004:105). Recordings were played repeatedly, to 
ensure that the transcriptions were captured verbatim and accurately. 
 
3.5.2 Observation 
 
Observation is a method that enables a researcher to witness first hand events as 
they occur (Barbour, 2014:19). In this study, observations were used to support the 
data obtained during interviews. A researcher can adopt one of the four observation 
roles (Creswell, 2016:121). These roles include, “complete participant, participant as 
an observer, non-participant observer and complete observer” (Creswell, 2016:121). 
I assumed the role of “complete observer”, which required that participants be 
informed of my research and consent to my presence, but I did not in any way 
participate in the study (Creswell, 2016:121). My primary purpose of observation was 
to examine the functioning of PLCs and identify first-hand evidence of teacher 
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leadership. I conducted one observation of each subject based PLC meeting at the 
designated venue. Though the initial intention was to conduct two observations, 
during the pre-screening it was found that only one meeting was scheduled for the 
remaining school term. In addition, the timeframe for this full-time study was 10 
months and thus it was only possible to observe each PLC once.  
 
There were approximately 20 members in attendance in each of the PLCs observed 
and this was reflected in registers that were kept. During the observation, I paid great 
attention to how the PLC meeting unfolded. I observed how the PLC members 
engaged with each other and the topic at hand. I wrote detailed fieldnotes which I 
ensured were completed immediately after the activity. Emerson, Fretz and Shaw 
(2001:353) highlight the importance of taking notes while the event is occurring in an 
attempt to maintain its accuracy. Observations also served to complement the data 
obtained during interviews. 
 
3.6 DATA ANALYSIS 
 
Research is an “iterative process”, therefore, as suggested by Henning, van 
Rensburg and Smit (2004:76), transcriptions of the audio recordings began as soon 
as possible after the interview and proved to be a time consuming task. I began the 
process of data analysis with purposive reading and reflections of fieldnotes, and 
data transcripts. At times, I returned to the original audio recording to verify certain 
notes, allowing me to be completely immersed in the data. I chose to use qualitative 
content analysis as described by Henning, van Rensburg and Smit (2004:104). After 
reading through the transcribed interviews and field notes to get an overall 
impression of the data, I engaged in the process of “open coding” (Henning, van 
Rensburg & Smit, 2004:104). I read each transcript slowly and identified “segments” 
or “units of meaning”. These segments were then ascribed codes. 
 
I then created an excel spreadsheet listing all codes under each data document. This 
allowed me to view the codes in one document and facilitated the grouping of codes 
into categories. The ensuing categories were named inductively, and I used the data 
to help me decide on labelling the categories. For example, the codes ‘cross-school 
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collaboration’, ‘the role of social media’ and ‘access to information’ were collapsed 
into one category labelled ‘benefits for the school district’. 
 
3.7 THE ROLE OF THE RESEARCHER IN THE STUDY 
 
Researcher bias is an area of concern in qualitative research (Ortlipp, 2008:695). 
The qualitative researcher serves as the primary instrument of data collection and 
analysis. Thus, it is imperative that he/she be aware of bias and engage in reflexivity. 
“Reflexivity” refers to the ability of a researcher to be self-aware and critical of all 
actions undertaken during the research process (Berger, 2015:220). Bias was 
addressed in several ways. Firstly, I was aware that I should suspend my personal 
beliefs and dispositions as far as possible, to minimise their influence on the 
research findings (Berger, 2015:220 Secondly,). I made a concerted effort during the 
interviews to ensure that my questions did not lead the participant. Thirdly, a detailed 
reflective journal was maintained to ensure that I continuously reflected on the 
research in progress. In terms of my positionality as a researcher, it must be noted 
that I am a full time Master’s student, not holding a post in a school or school district. 
Thus, I have no relation to the research participants. 
   
3.8 TRUSTWORTHINESS 
 
To ensure the trustworthiness of this study I utilised the recommendations of Lincoln 
and Guba (1985:296-324) with respect to credibility, transferability, dependability and 
conformability (Shenton, 2004:73). To confirm credibility, participants were asked to 
confirm the accuracy of their interview transcripts (Lincoln & Guba, 1985:314). A 
“reflective journal” was maintained to ensure dependability and transferability 
(Lincoln & Guba, 1985:314). In this reflective journal I charted my decisions as a 
researcher and my reasons behind my decisions. I also utilised the reflective journal 
to keep my bias in check (Appendix 8). My supervisor also served as a de-briefer 
and regular consultations were held to discuss my thoughts, processes and findings 
in an analytical manner. Consultations were also held with a scholar at the University 
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of Florida, who served as an independent de-briefer during my one month study visit 
to the USA. 
 
3.9 ETHICAL CONSIDERATIONS 
 
The term “ethics” in research refers to “protecting human subjects in your research” 
(Creswell, 2016:48). Yin (2016:42) speaks about having a “strong sense of ethics” in 
research. Thus, every effort was made to conduct this research in an ethical manner 
according to ethical standards. Several measures were taken during the various 
stages of research to uphold ethics procedures. Approval from the University of 
Johannesburg’s Education Faculty’s Research Ethics Committee (Appendix 1) was 
obtained for this study. Furthermore, permission to conduct this research was 
obtained from the Gauteng Department of Education (Appendix 3). A consent form 
was prepared for participants (Appendix 2). The consent form contained detailed 
information on the background and nature of the study as well as the intention of the 
project and the procedures involved. Furthermore, the purpose of the consent form 
was to make participants fully aware of various aspects of the research, enabling 
them to make an informed decision regarding their participation (Flick, von Kardorff & 
Steinke, 2005:336). Participants signed the consent form to ensure their willingness 
to participate in this study. In this letter participants were assured that their 
anonymity and confidentiality would be maintained. Pseudonyms were used to refer 
to participants and schools. According to Richards (2015:217), findings should be 
done in such a manner that does not allow for participants to be identified. 
Information relating to the study will be stored electronically in a password protected 
file for no longer than two years. Only the researcher and the supervisor have 
access to the raw data. Kruger, Ndebele and Horn (2014:58) emphasise the 
importance of informing the participant of their “right to withdraw from the study 
should they wish to at any time”. Thus, participants were made aware both verbally 
and in writing that their participation was voluntary, and they could withdraw their 
participation at any time.  
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3.10 POTENTIAL LIMITATIONS 
 
Despite an increase in the scholarly used of generic qualitative research as an 
approach to research there has been robust debate regarding its use. In choosing 
this approach as a research method, I am aware of its potential limitations. The lack 
of clarity and rigour has been highlighted as a major concern (Cooper & Endacott, 
2007:816). Limitations for generic qualitative studies include a scarcity of literature 
that demonstrates how to do a sound generic qualitative study, as well as a lack of 
evaluation criteria for this approach to research (Caelli, Ray & Mill, 2003:1). Another 
limitation that needs to be acknowledged is that, the researcher was the main 
instrument of data collection and analysis, which may have resulted in researcher 
bias. 
 
3.11 SUMMARY 
 
Chapter Three provides the reader with the methodological aspects of the study. 
This study was located in the interpretive paradigm, anchored in qualitative research. 
A generic qualitative research approach was utilised as this method was the most 
suited to this study. Sampling involved a careful identification of active PLCs and 
participants were selected according to specified criteria during the pre-screening 
process. Data collection took place through semi-structured interviews and 
observations. Qualitative content analysis was used to analyse the data. To ensure 
trustworthiness, participants confirmed the accuracy of the transcripts and a 
reflective journal was maintained to ensure dependability and transferability. Ethical 
considerations were maintained during this research. 
 
In Chapter Four, I present the findings of the data collected during this study. 
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CHAPTER FOUR 
FINDINGS AND INTERPRETATION 
 
4.1 INTRODUCTION 
 
The previous chapter discussed the research design and methodology used in this 
study. A generic qualitative research approach was used to explore the potential of 
PLCs as a strategy for advancing teacher leadership. The focus of this chapter is on 
presenting and interpreting the study findings. Data was obtained through semi-
structured interviews and observations. During the analysis of the data, themes and 
sub-themes were identified, which are now presented and discussed. Additional 
supporting literature was integrated in support of the research findings. I have 
intentionally used the educators’ words verbatim to retain the “voice” of the 
respondents (Bassey, 1999:16). 
  
4.2 THEMES AND SUB-THEMES 
 
As I interacted with the facilitators and educators about their experiences in PLCs, 
they identified issues that influence teacher leadership. Analysis of the data resulted 
in the identification of themes and sub-themes which are summarised in Table 4.1 
and described in detail in this chapter. 
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Table 4.1: Research themes 
 
THEME SUB- THEME 
1. Benefits for the school district 
 Cross-school collaboration 
 The role of social media 
 Access to information  
2. Teacher leadership 
 Emergence of teacher leadership 
 Roles and forms of teacher 
leadership   
3. Professional development 
 Learning from peers 
 Developing self-efficacy 
4. Threats to teacher leadership 
 
 Teacher workload 
 Time for PLC meetings  
 Teacher attendance and 
participation 
 Resistance to change 
 
A discussion of the themes and sub-themes is presented using the following key: 
PLCs (P1, P2, P3 & P4), facilitator (F) and educators (E). Reference to quotes 
directly from the transcript will be indicated using the line number (L). It must be 
noted that facilitators are educators, but since they are involved in the co-ordination 
of PLCs, I referred to them as facilitators. Numbers are used to indicate the different 
interviews, for example P2 E1 L2 refers to PLC 2 educator 1 in the PLC, line 2 of the 
interview transcript. 
 
4.2.1 Benefits for the school district  
 
Participation in PLCs resulted in numerous benefits at the school district level. Thus, 
‘benefits for the school district’ was a major theme with ‘cross-school collaboration’, 
‘the role of social media’ and ‘access to information’ as the associated sub-themes.  
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4.2.1.1   Cross-school collaboration 
There was overwhelming evidence that PLCs promote cross-school collaboration. A 
facilitator describes the nature of collaboration that takes place in the PLC: 
 
[…] preparation … like a cluster common paper of an exam, and, doing 
planning together, lesson planning … we would sit as PLCs in the different 
Grades to sort of make it easier to workshop each other on how things should 
be done, … drawing up cluster papers and memoranda … moderation of 
interschools, like in the clusters. (P1, F1, L69) 
 
In my observation of PLC 3, I witnessed how educators contributed to the setting of 
the common June examination paper. Each educator in the PLC brought their exam 
questions and ideas to the meeting. These contributions were analysed and 
discussed using Bloom’s taxonomy as a tool. Decisions were made regarding which 
questions should be incorporated into the paper. A facilitator remarked:  
 
They [educators] are involved in setting of the formal SBA’s [school-based 
assessments], whereby … trying to help one another to set a standardised 
formal paper with all levels and with all the Bloom’s taxonomies. (P4, F1, L55) 
 
During the observation of PLC 2, educators shared teaching resources in the form of 
assessments and physical resources (desks) in preparation for upcoming 
Olympiads. A participant described how the task of setting a common paper was 
shared among PLC members: 
 
We [educators] needed to create a paper that was of an intermediate 
standard … teachers came together, and they brought their ideas forward. We 
[educators] met at various schools … designed our own little paper.  (P1, E2, 
L207) 
 
Interacting with colleagues from neighboring schools and outside experts provided 
opportunities for participants to develop relationships and engage in professional 
dialogue.  
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A participant elaborates: 
It [PLC] gave me an opportunity to interact with other teachers in my district 
who are teaching in the same subject, mathematics …  as teachers we have 
been able to come together, assist one another especially when it comes to 
tasks like, formal tasks …  test [s], exams because we are … able to share 
expertise. (P2, E1, L106) 
Collaborative opportunities often led to educators discovering new and innovative 
teaching methods. A participant elaborates: 
 
Imagine talking of round about 40 educators from different schools, some are 
not even operating under our own education system, some … from private 
institutions, some … administering the Cambridge type of examinations. That 
on its own means a lot in terms of content, in terms of pedagogy, in terms of 
how best you can teach a concept. (P4, E1, L47) 
 
A facilitator describes how interactions among PLC members has contributed to 
relationship building: 
 
[…] relationship amongst educators has improved … the teachers feel free to 
do … go to the next school and help the educator on that side. … it’s a very 
good thing. (P4, F1, L235) 
 
Teacher collaboration is regarded as an essential component of a PLC. It reduces 
isolated work practices, promotes a culture of collaboration and positively impacts 
teacher development and learning (Giles & Hargreaves, 2006:126). As a result, 
teacher quality improves, which in turn, has a positive impact on student 
achievement (Giles & Hargreaves, 2006:126). The significance of cross-school PLCs 
is that it builds teacher capacity in the school district. Capacity building “increases 
the collective efficacy of a group to improve student learning through new 
knowledge, enhanced resources, and greater motivation” (Fullan, 2007:58). 
Interactions between educators from different schools has resulted in broadening 
educators’ horizons in content and pedagogy.  
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Of significance for this study is that “collaboration is the primary method for teacher 
leadership” (Leblanc & Shelton, 1997:48). PLCs provide teachers with a platform to 
collaborate and exchange ideas and information which is a pre-requisite for teacher 
leadership. Furthermore, “spontaneous collaboration”, has been identified by Gronn 
(2002:657) as a feature of distributed leadership. Cross-school collaboration 
facilitates distributed leadership, which has been described as an “emergent property 
of a group or network of interacting individuals” (Bennet et al., 2003:7). Cross-school 
collaboration is located in zone four of Grant’s Model of Teacher Leadership (Grant, 
2012:59). In this zone, teacher leadership extends beyond the confines of the school 
and into the community. In keeping with the two roles for this zone, it was found that 
teachers engaged with curriculum knowledge and development as well as supported 
their peers. There was evidence of teachers leading initiatives. 
 
Collaboration and communication is extended by the use of social media which plays 
an important role in sustaining PLCs. 
4.2.1.2   The role of social media 
The data further confirms that communication and collaboration in PLCs are not 
limited to face-to-face meetings. Members of PLCs have formed WhatsApp groups, 
thus, creating a virtual community that extends communication over time and space. 
WhatsApp has resulted in increased participation by members. A facilitator in PLC 2, 
points out how WhatsApp is used to schedule meetings: 
 
They [lead educators] call PLCs meetings for their teachers. … call them via 
WhatsApp groups …  when they [lead educators] get confirmed dates … it’s 
just easier to change the dates via an informal channel, than through a memo. 
(P2, F1, L33) 
 
This sentiment is confirmed by the facilitator in PLC 3: 
 
We [facilitators] organise WhatsApp groups. The PLC leader will send out a 
message to say guys we will meet [on] a date and if others will not make it … 
they may then reschedule until everybody is available. (P3, F1, L134) 
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In the case of PLC 4, the facilitator describes how her PLCs WhatsApp group has 
evolved into an online professional community that critically engages with important 
pedagogical content knowledge:  
 
I [facilitator] think the communication is good … at the end of the day, 
sometimes one may post a question and other educators are answering the 
questions and some may say, you can see sometimes they argue, where they 
say no, it’s not like that, it must be like that and to me it’s interesting to see, 
showing people want to be involved and there are some contextual factors 
that hinders them not to be fully involved. (P4, F1, L196) 
 
The value in using WhatsApp to network, lies in the efficiency and immediacy as 
indicated in the following quotes. A facilitator in PLC 3 states: “WhatsApp in this case 
is the quickest of them [method] all, unlike the emails and others”. (P3, F1, L205) 
 
This is confirmed by another facilitator in PLC 1: “We [educators] have chat groups 
on WhatsApp … we can share information, quickly and efficiently if everyone is on 
the group though”. (P1, F1, L111) 
 
WhatsApp has also been used to convey information when participants are unable to 
attend meetings. A participant points out how members of a PLC are kept up-to-date 
via WhatsApp despite their absence at a PLC meeting: 
 
But not all schools are in attendance all the time …  but what happens 
because we [educators] have the WhatsApp group, whatever we say … or 
minutes that we’ve taken, people can’t always make it all the time, so we take 
copies of the minutes and we [educators] post it up on the group. (P1, E2, 
L189) 
 
The data suggests that social media is used as a platform for teachers to interact, a 
management tool to organise PLCs and as a means to convey important information. 
With traditional communication channels in the school district such as the use of 
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memorandums being ineffective, WhatsApp has emerged as a forum that enhances 
effective communication, relationship building and the creation of an online PLC 
community. Moreover, studies indicate that WhatsApp has gained enormous 
popularity and is widely used as a cost effective, efficient, and easy platform to 
communicate especially in group settings (Bouhnik & Deshen, 2014:217; Church & 
Oliviera, 2013:360). In addition to communication between individuals, WhatsApp 
supports “a nurturing social atmosphere” that promotes collaboration among its 
users (Bouhnik & Deshen, 2014:7). Thus, social media plays an important role in 
sustaining PLCs.  Teacher leadership is enhanced when educators are given 
opportunities to establish trust and build a rapport with peers (York-Barr & Duke, 
1994:288). This is in line with the indicators put forward by Grant which focus on 
“forging relationships and building rapport” with peers, which is highlighted in both 
zone two and zone four of the Teacher Leadership Model (Grant, 2012:57). Yarger 
and Lee (1994:229) posit that the “success of teacher leadership largely depends on 
the co-operation and interaction between teacher leaders and their colleagues”. 
 
PLCs further provide a forum for the diffusion of information which is discussed in the 
next sub-theme. 
4.2.1.3   Access to information 
The findings indicated that belonging to a PLC was advantageous in receiving 
departmental information timeously. Participants were unanimous regarding their 
improved access to important information. A participant elaborated: “I [educator] get 
the information direct from the department before other schools get the information”. 
(P2, E2, L137) 
 
Another participant in PLC 1 also highlighted easy accessibility to information: “They 
[facilitators] give us information … advise us about things, you won’t normally know, 
or you would get later on via a circular” (P1, E1, L22). The participant reiterated later 
in the interview that information would be slow when dependent on traditional forms 
of communication.  
 
The participant stated: 
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We [educators] found out about the spelling bee and we didn’t even get a 
circular via anybody else … the added information that you get there, really 
helps, stuff she [facilitator] says, check this, check that, if you can’t get this 
phone me, I will assist you with anything. (P1, E1, L93) 
 
One educator in PLC 4 commented that the PLC schedules communicated via 
memorandums was problematic and often resulted in educators missing PLC 
meetings (P4, E2, L25). The traditional form of communication between the district 
and educators involves the sending out of a memorandum to the school which 
appears to be compounded by protocols and procedures at schools. 
 
An educator described the flawed process in the communication of information at the 
school: 
 
Principals will only pass on certain amount of information. Deputy principals in 
the same way. HoDs in the same way … they will only give you what you 
need to know whereas the PLC is coming out and saying “here! here is 
information! You take it and you grow from it. … I found that to be amazing 
because now I felt empowered. (P1, E2, L345) 
 
The previous quote highlights a sense of empowerment that is experienced by the 
educator through direct access to information. The sentiment was also reiterated by 
a facilitator in PLC 1, who pointed out that PLC participants would make ideal 
candidates for subject area heads in their school. Their awareness of departmental 
subject requirements and connection to facilitators (P1, F1, L99) assists in promoting 
teacher leadership. 
 
Educators that do not attend PLCs are at a disadvantage as they have limited 
access to important information. This point is highlighted by an educator in PLC 4. 
 
Last year they [department] moved the investigation of term 3 to term 2. We 
[educators] didn’t know because no one attended the PLC, so end of term 
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marks, we didn’t have a mark for an assignment and the computer basically 
wanted a mark for the assignment. Children had already not been at school, 
so you couldn’t do the assessment, so it really does help if you come from a 
PLC and you infiltrate that information into the school. (P4, E2, L111) 
 
The previous quotation highlights the benefit of belonging to a PLC to keep informed 
of departmental requirements. Furthermore, “networking at circuit and district level” 
has been highlighted as in indicator of teacher leadership in zone four of Grant’s 
(2012:57) Teacher Leadership Model which contributes to the benefits experienced 
at district level. The next theme discusses teacher leadership. 
 
4.2.2 Teacher leadership 
 
Teacher leadership emerged as a strong theme from the data. Two sub-themes 
were identified under this theme namely, ‘emergence of teacher leadership’ and 
‘forms of teacher leadership’. 
4.2.2.1   Emergence of teacher leadership 
The findings from PLCs 1, 2 and 4 reveals that participation in PLCs provided 
members with opportunities to enact leadership. A facilitator describes how she 
promoted teacher leadership in a distributive form: 
 
PLC executives would go back and cascade whatever information was shared 
with them, so it creates leadership opportunities for them … the facilitator is 
not the one doing everything and giving post level one educators a chance to 
be in a leadership position, they [educators are] grooming, they [are] 
developing leadership skills. (P1, F1, L53) 
 
Another facilitator in PLC 2 comments on the traits of teacher leadership:  
 
You’ll find that the people that are actively involved in the PLCs as executives 
or as just participants, because they are doing this on a voluntary basis, it 
means that they are taking up leadership positions in terms of starting 
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conversations and leading those conversations, in their school as well. (P2, 
F1, L120) 
The facilitator goes on to describe that participation in PLCs, and leading PLCs, 
often serves as a catalyst to promote teacher leadership in the PLC: “It does sort of 
make them step up in terms of leadership and it counts a lot in their favour”. (P2, F1, 
L103) 
 
A participant speaks about how teachers are given opportunities to develop 
leadership skills: 
 
At the PLC level we [educators] try to get the teacher involved in a leadership 
role, maybe the teacher is not a leader at school, but here he has got an 
opportunity to set a question paper for the cluster. (P3, E1, L53) 
 
Cross-school collaboration in PLCs contributed to relationship building amongst 
members. A facilitator describes how educators displayed teacher leadership: 
 
[…] relationship amongst educators has improved … the teachers feel free to 
do … go to the next school and help the educator on that side. … it’s a very 
good thing. (P4, F1, L235) 
 
The data revealed that participation in PLCs resulted in emergent teacher 
leadership. Previous research undertaken connects practices of teacher leadership 
with practices in PLCs (Grant, 2006:530; Harris, 2003:321; Naicker & Mestry, 
2015:1). Harris highlights the instrumental role teachers have in PLCs stating that 
PLCs “embrace the notion of teacher leadership as it assumed that teachers will be 
the catalyst for change and development in a PLC” (2005:207). This research 
indicates that PLCs serve as a cross-school collaboration tool through which 
teachers became empowered to lead.  Observations of the PLCs (P1, P2, P3, P4) 
supported the findings from the interview data that teacher leadership is emergent 
through cross-school collaboration. Emergent leadership is a characteristic of 
distributed leadership practices (Bennett et al., 2003:6). In line with this, Gronn 
(2000:324) argues that “leadership is more appropriately understood as fluid and 
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emergent rather than a fixed phenomenon”. Opportunities for emergent leadership 
occur when facilitators and lead teachers share authority and provide teachers with 
opportunities to take the lead on certain tasks. The next section explores the various 
forms of teacher leadership taken up by teachers. 
4.2.2.2   Teacher leadership roles and forms 
Both observations and interview data indicate that various roles and forms of teacher 
leadership were displayed in all the PLCs that formed the sample in this study. A 
participant states the leadership role she played in the PLC: “I was an educator, a 
post level one educator and I was the chairperson of one of the *Gainesville cluster 
PLCs but then, in May 2017, I was appointed facilitator”. (P1, F1, L41) 
 
Another participant describes her position as a PLC lead teacher and how it helped 
her ability to facilitate the PLC: “I’ve been involved in the PLCs from my district, and I 
was a lead teacher, so being involved in the facilitation in the PLC is not an issue 
that much to me because I’m used to it”. (P4, F1, L21) 
 
A participant described his management role in the PLC: 
 
I, [Lead Educator] am responsible for ensuring that there is a well-functioning 
PLC, ensure that members meet regularly and also to ensure that I structure 
the PLC in terms of what should be happening throughout the year for this 
particular PLC. (P2, E1, L31) 
 
A facilitator in PLC 1 elaborates on the positional leadership structure and 
management role present in the PLC. 
 
The executives would be … the Chairperson, the Deputy Chairperson and a 
Secretary, per cluster area and they would then attend executive meetings 
and go back and then run the PLC meetings on their own. (P1, F1, L25) 
 
Another facilitator in PLC 3 highlights the democratic selection of lead teachers and 
the leadership and management function they fulfill. 
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They [educators] will elect someone to act as Chairperson and that 
Chairperson will … convene meetings, call meetings. Teachers are free to 
participate, there is no like structure that will say that you will be a chairperson 
for so and so time.  What they normally will do, is that they will participate in 
discussions and the Chairperson is given a little bit of authority, so he will now 
delegate. (P3, F1, L8) 
 
Another facilitator further elaborates on rotational leadership as an informal 
designation of roles and responsibilities: 
 
We [the PLC] are doing rotational presentation. We don’t say, “in this PLC, 
this is the person, or these are people that are going to present”, everyone 
has equal standing in the PLC, even if you feel like you want to present. (P4, 
F1, L75) 
 
Observation of PLC 4 revealed that educators engaged in rotational leadership and 
were responsible for sharing best practices on curriculum issues according to a 
specific schedule. Various sub-committees emerged as teachers organised their 
tasks. A facilitator confirmed the presence of various sub-committees within the PLC 
that take on additional responsibilities: 
 
They [educators] actually within their PLC … form an assessment committee 
where …  three or four people assigned for setting assessments for their PLC 
… other PLCs might have … people volunteering to run with specification for 
Olympiads, so whatever sort of leadership positions assigned is all on a 
voluntary basis. (P2, F1, L87) 
 
The findings revealed the distribution of tasks in PLCs. A participant explained how 
shared decision-making on lesson planning resulted in the distribution of tasks 
among PLC members: “It [lesson planning] was a hundred percent contribution from 
the teachers. It was a shared activity, every single teacher …. was part of the grade 
4 group at that time”. (P1, E2, line 127) 
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A facilitator supported the above perception and emphasises how the distribution of 
tasks stimulates leadership capacity:  
 
[…] like with running or developing a cluster common paper, they [educators] 
could be given tasks … be responsible for the comprehension section … 
language section … as things come up, even with the spelling bees … 
printing of registers, or preparing numbers for the contestants, preparing a 
venue, … that adds up to leadership responsibilities. (P1, F1, L80) 
 
Forms of teacher leadership include both formal appointments and informal 
spontaneous leadership. A formal leadership role is defined in this context as one in 
which teachers are officially appointed in leadership positions in the PLC and take 
responsibility for leading the work of PLCs. Tasks associated with this position 
include, planning PLC meeting dates and venues, drawing up a PLC management 
plan, taking minutes of meetings and providing feedback to the facilitator. Teachers 
in PLCs also undertook various informal responsibilities either voluntary or through 
delegation. Informal tasks include moderating their colleague’s assessments, 
presenting lessons for discussion and reflection and engaging in collaborative lesson 
planning. Wilson (2016:47) argues that leadership is not limited to those allocated 
titles and designated to have authority, but open to anyone “having the ability to 
influence”. PLCs create a channel for distributed leadership. Distributed leadership 
involves the spreading out of leadership and responsibilities to several individuals 
instead of a select few, tasks are then accomplished by interactions between these 
individuals (Gronn, 2000; Naicker & Mestry, 2013:3; Spillane, 2006). The “practice 
aspect” of distributed leadership focuses on how educational stakeholders distribute 
leadership in their day to day tasks (Spillane, Camburn, Pustejovsky, Pareja & 
Lewis, 2008:191). According to Spillane et al.’s “leadership-plus aspect”, leadership 
and responsibility can extend to individuals who are not formally designated as 
leaders (2008:191).  
 
The emergence of the “leader-plus aspect” identified by Spillane et al. (2008:191) 
can be seen when observing a PLC at district level in which educators assume 
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leadership roles and responsibilities. Evidence of rotational leadership indicates 
opportunities for teacher leadership which in turn facilitates distributive leadership. 
The sentiment is supported by Harris and Mujis (2005:28) who emphasise that 
distributive leadership opens the possibility for ‘every person’ to act as a leader in 
one way or another. 
4.2.2.3   Professional development 
A prominent finding that emerged from the data was that the participants’ 
involvement in the PLC contributed to their professional development. Thus, 
‘professional development’ emerged as the main theme with ‘learning from peers’ 
and the ‘development of self-efficacy’ as the associated sub-themes. 
4.2.2.4   Learning from peers 
Observation and interview data suggest that PLCs promoted learning among 
educators. A participant describes how she learnt from experiences of other 
educators: “I learn lot of methods of teaching and maybe if there is an aspect that I 
am not sure about … I learn how to attack it and everything … I learn a lot, we learn 
a lot from each other”. (P2, E2, L56) 
 
A participant highlights how her PLC enabled her to clarify specific concepts and 
content in her subject: 
 
Like if we [educators] are looking at assessments … we had a problem with 
informational texts and instructional texts, so instructional is grade 4, no 
informational is grade 4 and instructional is grade 5 and 6 … if I had not been 
part of this PLC, I wouldn’t have known the difference. (P1, E2, L230) 
 
A participant describes how she grew professionally by observing her peers: “It 
[observing] changed me a lot because listening to other teachers who are more 
experienced then I am … I learn lots of methods of teaching”. (P2, E2, L56) 
 
A participant in another PLC echoes a similar sentiment: 
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It’s good to get together with other teachers because sometimes you learn 
their styles, maybe some things are not too clear or maybe another way of 
teaching that, so it is beneficial, so we get together and have discussions. 
(P3, E2, L40) 
 
A participant in the same PLC reiterates the point that: “I’m constantly on my toes 
because I know what is expected. If was not involved with this, then I wouldn’t have 
known what is expected”. (P3, E1, L69) 
 
Learning from peers, especially from teachers who are more experienced, led to 
capacity building for participants. A facilitator describes how he motivated a young 
educator leader: 
 
I said to him, “this is developmental, if you want to move then this is your 
platform for development, moving in, becoming senior marker, whatever. This 
is an opportunity for you really to grow”. That is not only for leadership but 
also for skills, because now you can learn from teachers that are long in the 
field, veterans, you understand, they can help develop. (P3, F1, L114) 
 
In addition to motivation from peers and facilitators, interactions with external 
specialists resulted in capacity building for participants: 
 
We [educators] sourced out *Ace Publishers last year… where they actually 
ran courses with us on how to do effective writing and presenting … how to do 
effective reading and comprehending … to set exam papers using Blooms 
and Barrett’s taxonomy. (P1, E2, L467) 
 
Learning from peers emerged as a significant finding in this study. The foundation of 
PLCs rest on the premise that PLCs is built on the coming together and sharing of 
best practices amongst teachers (Rasberry & Mahajan, 2008:14; Wilson, 2016:58). 
Hord (2009:42), a prominent proponent of PLCs highlights “collective learning” and 
“shared practice” as a fundamental characteristic of a PLC. Both these 
characteristics support the principle that members in PLCs learn from each other. 
This principle is also highlighted in Grant’s Teacher Leadership Model (Grant, 
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2012:56-58). In this model learning from peers takes place either through peer 
coaching and mentoring and serves as an indicator of teacher leadership in both 
zone two and zone four of the model. The role associated with this indicator involves 
teachers leading “in-service education and assisting other teachers” (Grant, 
2012:57). Hence, learning from peers can be considered a core characteristic of a 
PLC.  
 
The next theme discusses the development of self-efficacy.  
4.2.2.5   Development of self-efficacy 
A strong finding was the increased confidence that participants described as a result 
of their professional development in PLCs. Participants used words such as “expert 
in my field” (P1, E2, L224), “I felt empowered” (P1, E2, L347), “you can be an expert 
learning from other teachers” (P2, E2, L97), “developed my confidence” (P2, E1, 
L68), to describe the impact PLCs had on their personal and professional 
development. A participant who has a role of teacher leader describes how taking 
responsibility for tasks led to increased self-efficacy: “[I] got an opportunity to set a 
question paper for the cluster, so it means it develops a person’s self-esteem at the 
same time”. (P3, E1, L53) 
 
The same participant later describes the positive feeling he experienced when he 
completed a complex task competently: “It also, you know, enhanced myself, you 
know, to pick up my level, my work ethic, to take from a level 2 to a level 3”. (P3, E1, 
L68) 
 
The quote below suggests that educators are now confident and capable of building 
future PLCs within their schools: 
 
They [educators] will go back to their school and lead a PLC, within their 
school, based on whatever it is that they learnt there. The idea is to keep 
bolstering professional conversations. (P2, F1, L110) 
 
A participant speaks about the effect of PLCs on her capacity for leadership: 
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It [PLC] does draw out leadership qualities in a person, because if you don’t 
have training, you don’t have the leadership to listen to other people, you 
don’t have leadership to communicate with other people, to accept their … 
voice as well. Like you can’t be a dictator. You can’t just take over and do 
whatever it is that you want and it’s my way or the highway. It’s very important 
because it teaches a lot of teachers to listen to each other and then you 
realise that, “oh my word, it’s not only me. (P4, E2, L133) 
 
PLCs has been identified as a platform that stimulates career growth. There was 
evidence of PLC members, especially executive members, obtaining promotional 
posts. Appointment of fellow PLC members to senior positions contributed towards 
an awareness among PLC members regarding possible pathways to senior posts. A 
facilitator commented: 
  
The way we [facilitators] see our members, our executives are members of 
those PLCs as well and look their opportunities have grown a lot since we’ve 
started with this. To give you an idea one of our PLC Chairpersons has been 
appointed as a principal, another one has been appointed as a deputy 
principal … three of our executives are shortlisted for deputy posts. (P2, F1, 
L103) 
 
Another facilitator concurred with this, confirming her own promotion from PLC lead 
teacher to a facilitator: 
 
I [facilitator] have been in the PLCs for three to four years now. I was an 
educator, a post level one educator and I was the chairperson of one of the 
*Gainesville cluster PLCs but then, in May 2017, I was appointed facilitator. 
(P1, F1, L41) 
 
Belief in one’s ability is an essential and powerful “personal resource” (Bandura, 
2009:211). Strong self-efficacy impacts on both personal and professional 
development. Findings reveal that participation in PLCs resulted in educators 
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experiencing improved self-confidence. Self-efficacy can be developed through 
“mastery experience, vicarious experience, verbal persuasion, and physical and 
psychological states” (Bandura, 2009:185). Poekert (2012:168) identifies a strong 
connection between professional development and educator leadership. He states, 
“professional development leads to teacher leadership which leads to further 
professional development for teachers enacting leadership and their colleagues”. 
The next theme that emerged from the data was the threats to teacher leadership 
which is discussed in the following section. 
4.2.3 Threats to teacher leadership  
 
There are many factors that challenge the successful functioning of PLCs which in 
turn hinder teacher leadership. PLCs are structures that not only support the 
professional development of educators but provide educators with an arena in which 
their leadership can be developed and practiced. The data identifies ‘teacher 
workload’, ‘time for PLC meetings’, ‘teacher attendance and participation’ and 
‘resistance to change’ as the main threats identified by participants. 
4.2.3.1   Teacher workload 
Data reveals that educators are overburdened with the current workload which 
makes them reluctant to take on additional leadership responsibilities. A participant 
remarked: 
 
We [educators] have a very heavy timetable … have a very long day and if we 
have to go to a PLC meeting, I’m thinking of all the marking that’s going to be, 
that I still have to do extra, so I think it is just too long days … I have very big 
numbers, I have … 50 per class and I have 3 classes in grade 10 and 3 in 
grade 11 so the numbers are too big. (P3, E2, L71) 
 
A participant describes the workload of educators: 
 
As a teacher I [educator] can tell you that we feel more like receptionist [s] 
then teachers. Like getting to your own work and getting all the admin out of 
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the way. … sometimes teachers can’t make the PLC because they have other 
submissions. (P4, E2, L208) 
 
A facilitator commented on the extra work that PLCs placed on educators: “Teachers 
might see it as just another (pause) committee or organization where duties are 
added”. (P1, F1, L125) 
 
Another aspect highlighted was the variety of subjects allocated to educators, a 
phenomenon predominantly found in primary schools. In PLC 4, a participant 
describes how her multi-subject allocation made the attendance of all the subject 
based PLCs almost impossible:  
 
There is so many times that I [educator] wanted to go to a PLC meeting but 
unfortunately, I was either giving extra classes … I was at a different meeting 
for a different subject that I teach, that I’m not even the Subject Head for. … 
time is basically the worst of it all, and we are overloaded with subjects. … I 
teach Maths – Grade 7, Grade 6, I teach EMS Grade 7 and I teach creative 
arts Grade 4. You have to have so much expertise in so many different fields, 
it’s impossible for you to go all the PLCs. (P4, E2, L219) 
 
This sentiment expressed was reinforced by a participant in PLC 2 who also added 
that an allocation not in line with qualification hindered specialisation: 
 
I’ve [educator] been in a high school for 21 years, in a high school they put 
you in the subject that you majored in, but in a primary school they say that if 
you are in a primary school it means that you know all other subjects … when 
you come to primary school, they can give you whatever subject if there is a 
vacancy in social sciences, they will say, “ma’am please help us, teaching 
social science, you can teach social science. It’s easy. (P2, E2, L242) 
 
A facilitator shared the same viewpoint: 
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But we [facilitator] find many teachers teaching lots of subjects, especially in 
our smaller schools … teachers become very busy with lots of meetings and 
things to attend and that also can frustrate them a bit. (P1, F1, L156) 
 
The onerous workload and extra-mural responsibilities prevent educators from 
participating in PLCs and undertaking leadership roles in PLCs. Many educators do 
not wish to take on additional leadership responsibilities due to their already 
demanding workload (Barth, 2001:445). Findings in this study corroborate with that 
of Brodie and Borko who found that educators in South Africa have huge classes 
and high workloads (2016:3). Furthermore, the structure of PLCs needs to be 
thought about as multi- subject allocation creates logistical problems and makes 
attendance of all PLCs difficult. A demanding workload coupled with additional extra-
mural responsibilities often results in inadequate time available for teachers to 
participate and lead PLCs. Time for PLC meetings is discussed next. 
4.2.3.2   Time for PLC meetings 
Time is considered an integral factor for successful functioning of PLCs (Brodie & 
Borko, 2016:12). A participant elaborates on how scheduled PLC meetings impact 
on teaching time:  
 
When we [educators] have PLC meetings we have to leave school earlier 
because the PLC meetings sometimes start at 14:00 or 14:30, because our 
PLC it goes to 15:30 to around 16:00 … every time I go for a PLC meeting, I 
am always missing my last period. … Like I said I complained about the time. 
(P3, E2, L126) 
 
In addition to negatively affecting teaching time, participants expressed frustration 
when their personal time was invaded with additional tasks and meetings.  
 
A participant describes: 
 
We [educators] are here, almost every day, until 16:00, because … there is a 
surprise meeting, or then there is this, then there’s that. You also have your 
65 
 
meetings for subjects and meetings away. Sometimes I have to go to 
Boiepelo, it’s a long drive there. Sometimes on Saturdays I have to go for 
meetings. You basically, have no personal life as a teacher. You go, you get 
home, you bath, you eat and you carry on working. ... Time is a big problem. 
Lot of teachers don’t want to attend these things cos they already have so 
little time for themselves. (P4, E2, L226) 
 
This point was also expressed by another participant: 
 
We [educators] talk about those meetings and workshops that are conducted 
on weekends or alternatively in the afternoons and they encroach on private 
time. They encroach on family time. (P4, E1, L146) 
 
A participant describes her frustration with having to attend PLC meetings: 
 
When you have to go to these PLC meetings (sigh), well it’s in the afternoons 
and we get home very late and we say “agh, another meeting to go to so it’s 
not always that we look forward to go these meetings. (P3, E2, L58) 
 
Time is a crucial resource required to support the development of teacher leadership 
(Leblanc & Shelton, 1997:48). It was observed during PLC meetings that many 
educators struggled to arrive timeously, especially those travelling from schools 
located at a distance. In all observations, educators arriving late, were 
accommodated and informed on what they had missed. However, this often led to 
PLCs concluding later than scheduled. Another threat identified was attendance and 
participation. 
4.2.3.3   Attendance and participation 
Absence from PLCs deprives educators of opportunities to develop their professional 
agency.  
 
A participant addresses the issue of poor attendance: 
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I [educator] think the only challenge that we seem to be facing is the issue of 
attendance, because in our PLC we have got around twenty schools that are 
supposed to be, but unfortunately not even a percent turns up for those PLC 
meetings. (P2, E1, L13) 
 
A participant in PLC 4 concurs: “Many of the times the PLCs, there are dates, but 
they don’t have them, like there are five people pitching up”. (P4, E2, L15) 
 
In PLC (P3), poor attendance emerged as an obstacle: “Not all schools attend, often 
we are just four or five teachers there”. (P3, E2, L11) 
 
An educator in a different PLC pointed out that absenteeism was problematic 
because it not only hurt the individual who should have attended, but their whole 
school. Educators and their learners are disadvantaged as they do not get important 
information that is shared at PLC meeting said: 
 
Teachers don’t attend and to me that is a problem on its own because it’s a 
disadvantage not just the teachers but the learners in that particular school 
where teachers are not participating because they don’t have access to 
information. (P2, E1, L220) 
 
In addition to attendance, the lack of participation of some educators in the PLC 
serves as a source of great frustration to some PLC members. The exasperation felt 
by a participant is evident in the quote below:  
Some … attend but they [educators] don’t participate, some … don’t 
attend at all, maybe if we can make something, we can do something so 
that teachers, … can attend. (P2, E2, L117)  
A participant in PLC 4 concurred: 
It’s basically the lazy teachers, the ones that don’t want to participate, the 
ones that do not bring their part, you know to the PLC group. The ones that do 
not attend and at the end of the day, those are the teachers that want, that 
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demand stuff from you but they don’t want to participate. That’s an issue that’s 
is hindering, now the whole process. (P3, E1, L135) 
 
There is a need to for all members to actively participate and contribute to PLCs. A 
participant describes how she thinks participation should ensue: 
 
I [educator] think being a participant is really important, it’s a very important 
role of a PLC. You can’t just have someone presenting a PLC and no one is 
having an input. Even if you don’t agree with the person, I think things need to 
be heard and that’s where struggles comes. (P4, E2, L73) 
 
Poor attendance and lack of adequate participation poses a serious threat to the 
functioning of PLCs. Teachers are deprived of opportunities that build their capacity. 
Given the voluntary nature of PLCs, attendance cannot be mandated. Ahn (2017:83) 
argues that mandating attendance prevents PLCs from developing authentically. 
Poor attendance coupled with a demanding workload and a lack of time remains 
stumbling blocks that prevent PLCs from functioning at an optimal level. Another 
threat identified was resistance to change.  
4.2.3.4   Resistance to change 
The data suggests that educators’ lack of growth mindset also serves as an obstacle 
in PLCs. A participant elaborates:  
 
People don’t want to change … they want to stay constant. They don’t like 
change and if you bring in something new, is scares them first of all and they 
resist … so it goes back to the mindset ... the moment you shake the nest, 
they get uncomfortable and they become resistant. (P1, E1, L171) 
 
A participant speaks about a particular group of educators distancing themselves 
from PLCs: 
 
68 
 
They [educators] feel that they don’t need to be part of the PLC because 
when it comes to question paper setting, they feel like they need to set their 
own question papers and the Department allows that, you see. (P3, E1, L158) 
 
A facilitator confirms the negativity that some educators have towards PLCs, adding 
that the voluntary characteristic of PLCs adds to the problem:  
 
They [the department] said PLC is voluntary and when some people think of 
the word voluntary, it means I don’t want to be there! No reason, that’s all! 
(P4, F1, L161) 
 
Another participant also indicates her frustration with the timing of meetings resulting 
in a negative attitude:  
 
People don’t want to come after school, people don’t want to attend the 
meetings so much, you know. Like I said, even if I could not go to a meeting, 
that would be perfect for me. (P3, E2, L68) 
 
The data suggests that some participants do not want to take on additional tasks 
because of a lack of acknowledgement. A participant highlighted how remuneration 
influenced educators’ choices in the after-school activities they engaged in: 
 
People [educators] get remunerated for extra school activities, so it means 
now, instead of coming to a PLC meeting, now they [educators] need to go an 
extra- mural activity where they will get money so if they now, oh I’m getting 
money, if I go the PLC meeting maybe it might change a bit. (P3, E1, L176) 
 
In addition to remuneration, a participant also elaborates on the need for recognition: 
 
Educators feel they need to be remunerated for such workshops, not 
necessarily to say it has to be in monetary form all the time, but I think it could 
be structured differently to say, “if I attend a particular course consistently, 
somewhere, somehow I need to be certificated on that”. I can’t just attend a 
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workshop, week in, week out or monthly, at the end of the day I still come 
back the same educator, nothing to prove … like right now I am a lead 
teacher, at the end of the day if I vacate the post, no one will ever know that I 
was a lead teacher. (P4, E1, L150) 
 
Change is a strenuous and complicated process (Armstrong, 2011:3; Maag, 
2009:41). When change is thrust upon educators, resistance to change has often 
been cited as a factor that challenges reforms and initiatives (Talbert, 2010:563; 
Zimmerman, 2006:239). The fairly recent introduction of PLCs is representative of a 
change in the South African educational landscape. This change requires educators 
to move from highly individualised and autonomous teacher practice to a 
collaborative approach. It would seem that the advocacy campaign conducted by the 
Department of Education when introducing the PLC initiative was not successful. 
The campaign failed to obtain buy-in from all educators, resulting in varied levels of 
commitment from educators. For a new initiative to be successful, it would require 
that stakeholders be consulted and involved in the process. Incentives can serve to 
motivate teachers to take on additional tasks. Kurtz (2009:14) suggests that 
educators undertaking additional responsibilities especially in leadership, should 
receive monetary incentives as well as “praise for their efforts and dedication, 
recognition for their accomplishments and appreciation for their contributions”.  
 
4.3 SUMMARY  
 
This chapter focused on the findings and interpretations of the qualitative data 
collected from the semi-structured interviews and observations. Various themes and 
sub-themes emerged which were analysed and interpreted with the support of 
literature. The first theme ‘benefits for the school district’ revealed that PLCs had a 
positive impact at the school district level. There were opportunities for cross-school 
collaboration which developed teacher leadership skills. Educators had easy access 
to vital information which empowered them and developed their capacity to lead. 
‘Teacher leadership’ emerged as the second theme from the data. Participation in 
PLCs contributed to the development of leadership capacity of educators and 
resulted in the emergence of teacher leadership. Social media was a tool that was 
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used to encourage interactions amongst educators and these interactions extended 
to the development of an online community of practice. The third theme, 
‘professional development’, revealed how educators learnt from their peers in PLCs. 
Learning took place through observations, discussions and collaboration. The fourth 
and final theme revealed the ‘threats’ identified by educators that hindered the 
functioning of PLCs, which in turn impeded teacher leadership. The threats identified 
were teacher workload, time for PLCs, poor attendance and participation and 
resistance to change. 
 
The next chapter provides a summary of the study and consolidates the main 
findings in relation to the research question and sub-questions.  
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSION 
 
5.1 INTRODUCTION 
 
In an effort to improve teacher quality the Department of Basic Education (DBE) 
proposed the introduction of professional learning communities (PLCs) in schools. 
PLCs are an important forum for teacher leadership to flourish (Harris, 2003:321). 
Given the limited opportunities that exist for teacher leadership in the present 
structures at schools (Grant et al., 2010:416), PLCs are a viable platform for 
teachers to engage in leadership activities. When teachers lead within and beyond 
their schools there are various gains for teaching and learning (Darling-Hammond 
1994:1). Thus, this study sought to investigate PLCs as a strategy for advancing 
teacher leadership. 
 
This final chapter will reflect on important aspects of the study commencing with a 
summary of the study. Thereafter, the main findings will be discussed to provide 
answers to the research question and sub-questions. The chapter will conclude with 
recommendations and considerations for future research. 
 
5.2 SUMMARY OF THE STUDY 
 
This study explored PLCs as a strategy for advancing teacher leadership. The study 
was located in the general field of a qualitative approach positioned within an 
interpretivist stance. A literature study was undertaken to explore the existing 
knowledge base in the field of teacher leadership and the concept of PLCs. Data 
was collected primarily though semi-structured interviews with three educators from 
each of the four PLCs. Observations served to supplement the interview data. 
Qualitative content analysis was employed to analyse the data and subsequently 
four themes emerged from the study.  
 
The first theme was ‘benefits for the school district’ and the associated sub-themes 
were ‘cross-school collaboration’, ‘the role of social media’ and ‘access to 
information’. Cross-school PLCs fostered collaborative practices among educators 
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and cultivated teacher capacity in the school district. Collaborative practices 
stimulated teacher leadership. Furthermore, social media provided a forum for 
educators to interact in an online community. PLCs also promoted the efficient 
diffusion of vital information which served to empower educators.  
 
The second theme was ‘teacher leadership’ which had two sub-themes namely, ‘the 
emergence of teacher leadership’ and ‘role and forms of teacher leadership’. 
Participation in PLCs and leading PLCs resulted in the emergence of teacher 
leadership. Moreover, cross-school collaboration stimulated teacher leadership. With 
respect to the sub-theme ‘roles and forms of teacher leadership’ it was found that 
PLCs demonstrated early signs of distributed leadership. Many educators appointed 
on a post level one position, were given the opportunity to engage in leadership 
either through formal appointments as a team leader or informally through rotational 
leadership.  
 
Participation in the PLCs had a positive impact on educators’ ‘professional 
development’ which was the third theme of the study. The first sub-theme which was 
‘learning from peers’ revealed that educators developed professionally through 
observation, discussion and interaction with their peers. The second sub-theme 
revealed that participation in the PLCs developed educators’ self-efficacy. Educators 
displayed increased self-confidence. A few teacher leaders were subsequently 
offered promotional posts while leading PLCs.  
 
‘Threats to teacher leadership’ was the fourth theme identified. The associated sub- 
themes included, ‘teacher workload’, ‘time for PLC meetings’, ‘teacher attendance 
and participation’ and ‘resistance to change’. The first sub-theme ‘teacher workload’ 
highlighted the large volume of work allocated to educators which prevented them 
from undertaking additional tasks and responsibilities. The second sub-theme ‘time 
for PLC meetings’ revealed that a lack of time prevented teachers from participating 
in PLCs. The third sub-theme ‘teacher attendance and participation’ indicated that 
poor attendance and the reluctance of educators to fully and actively engage in PLC 
meetings hindered their progress.  ‘Resistance to change’ emerged as the fourth 
sub-theme whereby some educators were resistant to the idea of PLCs and did not 
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view it as an opportunity to engage in leadership. Educators highlighted that there 
was no motivation or incentives in the form of recognition or remuneration by the 
Department of Education. This discouraged educators from leading PLCs.  
 
The next section addresses the limitations of this study. 
 
5.3 LIMITATIONS OF THE STUDY 
A limitation was the absence of formal PLCs within schools, which resulted in the 
initial study being adapted to focus on cross-school PLCs operating at the district 
level. Nevertheless, this turned out to be an area worthy of investigation especially 
since the phenomenon of teacher leadership was the main focus. The university 
requirement for this full-time study was 10 months. Thus, a further limitation was that 
during the period where fieldwork ensued, only one meeting per PLC was scheduled. 
Despite the desire to conduct multiple observations of each PLC, only one 
observation per PLC was feasible. Thus, in total four PLC observations were 
undertaken.  
 
5.4 FINDINGS  
 
Important findings that emerged from the literature review and the empirical study 
are now presented. 
5.4.1 Findings from the literature review  
5.4.1.1   Finding 1 
The educational landscape today is inundated with a wide array of complex 
challenges. Traditional leadership practices have proven to be inadequate to 
address these challenges. Proponents of teacher leadership argue that this form of 
leadership can help alleviate educational setbacks (Curtis, 2013:1; Harris, 2003:15; 
Muijs & Harris, 2003:440; Wenner & Campbell, 2017:137). Teacher leadership is still 
a new and emerging concept in South Africa and there is a need for greater research 
activity (Grant, 2017:12). 
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5.4.1.2   Finding 2 
A hierarchical structure and bureaucratic approach hinders the development of 
teacher leadership (De Villiers & Pretorius, 2012:207; Grant 2017:10; Muijs & Harris, 
2003:442). Within these structures,  educators have no room to grow their careers, 
which is why teaching is often considered a “flat career” (Berry, Daughtrey & Wieder, 
2010:1; Danielson, 2007:14). PLCs provide opportunities for educators to develop 
their leadership capacities, thus the promotion of PLCs includes the promotion of 
teacher leadership. 
5.4.1.3   Finding 3 
Inadequate time and space have been identified as factors that constrain both 
teacher leadership and PLCs (Barth, 2001:445; Mujis & Harris 2006:970; Smylie & 
Denny, 1990:253). Other factors include the heavy workload of educators. Smylie 
and Denny (1990:241) suggest that restructuring teaching schedules to allocate time 
for teacher leadership may alleviate this concern. Similarly, allocating time for PLCs 
to meet could be instituted.  
5.4.1.4   Finding 4 
The disposition of school leadership towards teacher leadership and PLCs, has a 
considerable impact on the culture and climate of a school (Botha, 2012:13; 
Morrissey, 2000:35; van Lare & Brazer, 2013:376). Positional authority of principals 
can directly or indirectly squash initiatives or cause them to flourish. 
5.4.2 Findings from the research study  
 
Important findings from the empirical study are now elucidated.  
5.4.2.1   Finding 1 
Participation in PLCs at district level provide a platform for educators to interact and 
collaborate with each other. Cross-school collaboration encouraged interaction and 
sharing between educators which enhanced the quality of their teaching. 
Furthermore, there were instances of improvement in teachers’ self-efficacy and 
career progression.  Participation in PLCs reduces isolated work practices in schools 
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and fosters a culture of collaboration and collective capacity building in the school 
district.  
5.4.2.2   Finding 2 
PLCs promote teacher leadership and distributed leadership. Participation in PLCs 
enabled educators to take on leadership roles and responsibilities and led to the 
development of teacher leadership skills. Educators had opportunities to enact 
leadership through a formal appointment in the PLC as a lead teacher, or informally 
through rotational leadership. Teachers who belonged to PLCs demonstrated 
leadership when they took back information to their schools and initiated professional 
dialogue at their schools. The distribution of tasks and forms of leadership organised 
in PLCs are indications of distributed leadership practices. Distributed leadership 
promotes teacher leadership. 
5.4.2.3   Finding 3 
The main threats to teacher leadership experienced by educators include a heavy 
workload, lack of time for PLCs, high rate of absenteeism, poor participation and 
resistance to change. The threats identified hindered the progress of PLCs which in 
turn impacted negatively on the development of teacher leadership. 
5.5 RECOMMENDATIONS 
 
5.5.1    Recommendation 1 
 
It is recommended that the DBE conduct large scale workshops to make teachers 
aware about the significance of PLCs. Authentic PLCs cannot be mandated, but 
rather should arise as a result of a teacher-led, voluntary initiative. These workshops 
should be designed in such a way that not only will educators receive exposure and 
information relating to PLCs but educators should be part of the decision-making 
process as to how PLCs should operate. In order to obtain buy-in from educators it is 
essential that they have a say in how PLCs function.  
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5.5.2    Recommendation 2 
 
It is recommended that the DBE work towards creating an online PLC platform for 
teachers. An online PLC platform would help alleviate some of the factors that 
constrain teacher leadership such as demanding workloads, inadequate time to meet 
and the travelling required to attend PLC meetings. With rapid advances in 
technology, online PLCs are a step in the right direction. The use of the Whatsapp 
forum by the PLC members supported the notion of a virtual community. Perhaps a 
blended form of both face-to-face and an online PLC forum can be utilised. Initial 
face-to-face meetings can prove advantageous, encouraging teachers to interact 
and form relationships, thus making online interaction easier. Online PLCs can be 
valuable in going beyond ‘subject-based’ PLCs to include an ‘issue based’ PLC 
approach. A PLC could for example, address the issue of discipline in schools. Such 
a forum would provide teachers across all schools, subjects and grades the 
opportunity to contribute towards discussions.   
 
5.5.3    Recommendation 3 
 
The PLC system should receive greater recognition in terms of educator professional 
development and be efficiently connected to the South African Council for Educators 
(SACE) continuous professional teacher development (CPTD) points system. At 
present, educator participation in PLCs is recognised as “Type 1 Professional 
Development Activity within the SACE CPTD system” (DBE, 2015:10). A Type 1 
professional development activity is a teacher initiated activity. The SACE CPTD 
system requires teachers to attend a minimum of eight relevant educational 
meetings per year in order to claim 10 professional development points per year. 
However, the implementation of the current system does not appear to be functional 
and therefore fails to motivate teachers to participate in PLCs. Educators need to be 
made aware that participation in PLCs provides them with professional development 
points. If greater awareness of the connection between PLCs and CPTD points is 
promoted by the DBE this might bolster teachers’ participation in PLCs. Receiving 
CPTD points would acknowledge the participation and contribution of PLC members.  
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5.6 RECOMMENDATIONS FOR FURTHER RESEARCH 
 
Research on teacher leadership enacted in PLCs is still at an infancy stage in South 
Africa. Thus, there is a need for greater empirical research.  
 
The following areas may be considered for further research: 
 
1. Investigating school-based PLCs. This study focused on investigating 
PLCs across schools. However, exploratory studies with PLCs that are 
active within schools could contribute to the body of knowledge on 
teacher leadership in schools. If active, school-based PLCs are not easily 
identified, as was my experience in the current research, then action 
research could ensue. Action research might focus on introducing PLCs 
into a school/s and examine how teacher leadership emerges and is 
enacted over time.  
2. Investigating teacher leadership in online PLCs. Given the challenging 
context South African teachers work in, online PLCs could facilitate PLC 
participation. With rapid progress in technology, an online PLC approach 
would be both timely and relevant. Furthermore, if online PLCs are not 
yet in existence, a study could initiate their establishment and 
implementation through action research. 
5.7 CONCLUSION 
 
In this final chapter of this dissertation, conclusions were drawn from both the 
literature review and research study. The general aim of the study was to investigate 
PLCs as a strategy for advancing teacher leadership. This exploratory qualitative 
study found that teacher leadership was emergent and flourishing in PLCs. Thus, 
PLCs have great potential to further teacher leadership. PLCs not only build 
educators’ collective capacity for teaching and learning, but build leadership 
capacity. PLCs are a medium to “awaken the sleeping giant of teacher leadership” 
(Grant, 2017:4). Teachers can, through their participation in PLCs, assert their 
professional autonomy and take responsibility for their own learning and 
advancement. The recommendation to design online PLCs is an exciting prospect 
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for the future. It is hoped that this study has made a contribution that will assist 
district officials, policy makers and especially teachers themselves, in advancing 
teacher leadership in South African schools. 
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APPENDIX 3: APPROVAL FROM GAUTENG DEPARTMENT OF 
EDUCATION 
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APPENDIX 4: OBSERVATION SCHEDULE 
 
 
Date: _____________ Time: __________ Duration of observation: ________ 
Location: _________________Type of PLC Meeting: _______________________ 
District and Cluster: ________________Facilitator: 
_________________________  
PLC Leader: _________________Approximate attendees:  __________________ 
 
In terms of process, check appropriate box 
o Meeting started on time 
o Where held? (describe room/ seating/ casual/formal tone) 
o Team members present 
o Formal agenda used  
o Formal agenda sent out prior to meeting and adhered to 
o Norms reviewed and followed 
o Evidence of roles and responsibilities allocated to plc members 
o Members actively engaged in discussion 
o Minutes of meeting recorded. 
 
Observation Note: 
How does the meeting start? Who starts and with what aspect? 
Take minutes of who says what from the time the meeting starts.  
[Note - What aspects are discussed?  Note the climate/tone of the meeting? Extent 
of democratic style in decision making. Problem solving etc.  
Observe if any evidence of teacher leadership exists and describe.  
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APPENDIX 5: INTERVIEW SCHEDULE 
 
INTERVIEW SCHEDULE – EDUCATORS 
 
 
1. Please describe in general, how this PLC functions. 
 
2. What is your involvement in the PLC? 
 
3. What are some of the roles and responsibilities of the people who make up 
the PLC?  
 
4. In what way has your participation in this PLC impacted you in your 
professional practice?  
 
5. What opportunities for leadership are there in your PLC? 
 
6. In your opinion, how do you see PLCs as drawing out your potential as a 
teacher leader? 
 
7. What factors hinder your teacher leadership in the PLC? 
 
8. How can your teacher leadership be improved in this PLC? 
 
9. Is there anything you would like to add before we close this interview? 
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APPENDIX 6: INTERVIEW SCHEDULE 
 
INTERVIEW SCHEDULE – FACILITATORS 
 
1. What is your involvement as a facilitator in this PLC? 
 
2. Describe how this PLC is functioning? 
 
3. How would you like to see this PLC develop/evolve in the way it functions? 
What opportunities do teachers have for leadership in this PLC? 
 
4. Facilitators have been tasked to provide initial support, after initial support is 
provided to establish PLCs, how do you recommend that they become the 
domain of teachers?  
 
5. In your opinion, what are your views regarding PLCs as a strategy for teacher 
leadership. 
 
6. Can you provide some recommendations for promoting teacher leadership 
PLCs? 
 
7. Is there anything you would like to add before we close this interview? 
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APPENDIX 7: INTERVIEW TRANSCRIPTS 
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Interview with Educator  P1 E1 1 
Date: 31 May 2018 2 
Time: 14:30 3 
Location: A classroom 4 
 5 
Interviewer: Thank you so much for agreeing to this interview. I do appreciate it. Please 6 
describe in general how your PLC functions? 7 
 8 
Respondent: PLC- Professional Learning Communities, I’ve been to a few now. What 9 
basically happens is, we have facilitator that comes from the Department and it is very 10 
helpful, let me just say that very quickly because we not always on par as to what we need 11 
to do, although the annual teaching plans are there. The “how to” that is what the PLC is, is 12 
good at doing. Because she would come and facilitate and tell us, this is what you do and 13 
other added information that they provide as well, like with the Nelson Mandela, she would 14 
tell us, now you need to… 15 
 16 
(phone rings and is switched off) 17 
 18 
Respondent: Uhm, you need to put quotes up for Mr Mandela, put this up, put that up, stuff 19 
that we wouldn’t ordinarily know, so, in a sense that is a helpful. They give us information 20 
and they advise us about things, you won’t normally know, or you would get later on via a 21 
circular. 22 
 23 
Interviewer: Uh, huh. 24 
 25 
Respondent:  So that’s good. It works. 26 
 27 
Interviewer: How often do you meet? 28 
 29 
Respondent: The often, I’m not too sure about, but I think it’s every second month I think. 30 
 31 
Interviewer: Okay, okay. What is your involvement in the PLC? 32 
 33 
Respondent: I’ve signed on now, because I’ve seen the benefit of it, so I’ve signed on 34 
myself and * Angela, she’s the secretary or I said I’ll be the treasurer, the chairman, sorry. 35 
 36 
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Interviewer: Being a Chairman, what does that entail? 37 
 38 
Respondent: Making sure that everything functions, people are there, order. You know I like 39 
order so, just make sure everything has order to function, people don’t speak out of turn and 40 
we don’t address the incorrect things. Its more work related to help the people. 41 
 42 
Interviewer:  How were you chosen for this role, sir? 43 
 44 
Respondent: I volunteered. 45 
 46 
Interviewer: Okay 47 
 48 
Respondent: I volunteered. 49 
 50 
Interviewer: Have you chaired anything, thus far? 51 
 52 
Respondent: Not yet because we have been so busy with the concerts and all the priorities 53 
and events that have taken place, they had a meeting yesterday, which I couldn’t attend 54 
because I was at the spelling bee competition. 55 
 56 
Interviewer: yes, yes. 57 
 58 
Respondent:  So not as yet. 59 
 60 
Interviewer:  What are some of the roles and the responsibilities of some of the members of 61 
the PLC? 62 
 63 
Respondent: Like we said, there is a chairman, the secretary, no treasurer because there 64 
isn’t any finances, its more to inform others when the event is taking place and what will be 65 
happening there. 66 
 67 
Interviewer: And how has your participation in this PLC impacted on your professional 68 
practice? 69 
 70 
Respondent: From what I’ve seen with *Sophie or all the other facilitators have done and 71 
here’s where we come in, the teachers. The teacher component sits there, and they don’t 72 
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really understand how serious or with the mindset that the facilitators come with. They are 73 
coming there to really assist us and help us and we just come there thinking agh, they just 74 
going to give us the same old thing again and yet it’s a thing of lets move this thing forward. 75 
You are here for the children, lets, I want to help you make your work easy and I don’t think 76 
us as the teachers are seeing this yet. They just think agh it’s a shelp, we received another 77 
circular to go to PLC meeting and they think agh, nonsense or agh they going to tell us the 78 
same thing, but they don’t see the value in the thing and that is what needs to opened up to 79 
them. 80 
 81 
Interviewer: Can you perhaps give me an example of how… 82 
 83 
Respondent: The value? 84 
 85 
Interviewer: of how a specific eh, activity could have impacted on your practice. 86 
 87 
Respondent: The last one, I think it was earlier this year, she had the meeting here at our 88 
school and we were downstairs, the slides were up, everything was up and there we found 89 
out about the spelling bee and we didn’t even get a circular via anybody else, like I said to 90 
you the added information that you get there, really helps, stuff she says, check this, check 91 
that, if you can’t get this phone me I will assist you with anything that you need so you have 92 
this ….like with you now, you doing your Masters , you should know that once you have the 93 
professors email address or phone number it is easy for you now to contact and speak to the 94 
person and that’s what they offer. If you struggling, with anything, here’s my number, here’s 95 
my email address, I’m a phone call away. That’s important, because now you not sitting in 96 
class and you thinking, how do I tackle this? What do I do here? You can phone them and if 97 
you not part of this PLC, you don’t know that there is * Sophie or a *Ellen, or whoever that’s 98 
important. 99 
 100 
Interviewer: What is your relationship between your participation in the PLC and the school. 101 
Has it filtered down? 102 
 103 
Respondent: Not as yet. Like I said to you, it hasn’t filtered down because the people 104 
doesn’t see the value in it yet. I don’t think they see the necessity. 105 
 106 
Interviewer: Uh, huh 107 
 108 
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Respondent: that’s so sad. They just think, agh that’s another department that has been 109 
established and they don’t see the value and the weight that this can bring in helping us 110 
because it’s like your organogram, where the Head speaks to the rest. We could have this 111 
where *Sophie speaks to us and we could speak to the others, which should actually happen 112 
but doesn’t because the people constantly think, what are you going to teach me? It’s a 113 
matter of I know this, done that so that’s were the scare comes in or where (whispers) where 114 
they think they know it all! that I’ll say softly. 115 
 116 
(both interviewer and respondent laughs) 117 
 118 
Interviewer: What opportunities for leadership are there in your PLC? 119 
 120 
Respondent: Let me say this, I haven’t really started delving into this yet, so I cannot give a 121 
specific answer on that. 122 
 123 
Interviewer: How would you like to see leadership. 124 
 125 
Respondent: As, have you mentioned, agh, as you mentioned earlier both * Sophie has 126 
been part of this PLC and *Ellen herself and then moved on to greener pastures. That is 127 
eventually also what I would like, also to facilitate it because that’s my heart, coming back 128 
training, teaching, imparting, that’s important because our people and this is and I’m saying 129 
this tongue in cheek, “Our people got their degree years ago and they still teaching based on 130 
that degree, and that is then, fifteen years later”. I don’t know if they are bettering 131 
themselves, so in my mind they just giving the people or the children the same food.  132 
 133 
Interviewer: Hmm 134 
 135 
Respondent: You need to also better yourself and this is what the PLCs constantly do, 136 
because sometimes they ask you, “What are you doing to better yourself?” “Are you going, 137 
are you doing something”, because they only teach what’s inside and if you are constant or 138 
stagnant what are you offering the others? What are you giving them? Nothing! That is 139 
where I think we are lacking. 140 
 141 
Interviewer: Going into this role of chairperson, uh, opportunities do you see for future 142 
leadership? 143 
 144 
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Respondent: (pause) I think I answered that one now. I’ve not gone into this chairperson 145 
per say. Because I was allocated a few months’ ago and with everything happening, I 146 
couldn’t be at this first meeting. 147 
 148 
Interviewer: yes, yes 149 
 150 
Respondent: So, let me see, I haven’t delved into it yet, so I think I still need to find myself 151 
there as well.  152 
 153 
Interviewer: In your opinion, do you see PLCs as drawing out the potential of teacher 154 
leaders? 155 
 156 
Respondent: Definitely, because it’s a smaller scale and those facilitators actually see you 157 
and they identify you. You know yourself, and them identifying you, just puts the icing on the 158 
cake, to say, “this one has the potential, let me just help him along” or “help her along”. So, it 159 
does have the potential. 160 
 161 
Interviewer: I know you mentioned, mindset, what other factors hinder teacher leadership in 162 
PLCs? 163 
 164 
Respondent: Er, people don’t want to change hey, they want to stay constant. They don’t 165 
like change and if you bring in something new, is scares them first of all and they resist the 166 
thing, so it goes back to the mindset, so change. We need to tell out people that change is 167 
good, which they don’t understand, because the moment you shake the nest, they get 168 
uncomfortable and they become resistant. 169 
 170 
Interviewer: What recommendations do you have to improve teacher leadership in PLCs? 171 
Any idea, strategies…. 172 
 173 
Respondent: Plans… uhm, I think as in this case, they should make it compulsory that you 174 
have to attend, one, and that would help the person coming to realise that, okay, there’s no 175 
nonsense happening there, its valid stuff they speaking about, so you must have no option I 176 
can attend or I can’t attend, they need to tell you that this is compulsory, when we give you 177 
the food there , it has to be weighty stuff, that’s important. Make it worth my while. Don’t let 178 
me stay or leave from here to go to *Danville, and when I get there, and is say to myself, 179 
“was this necessary?”. Do you understand? Even if it has to be thirty minutes, I don’t mind 180 
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the time as long as I walk away with something valuable and I can say, this I can take 181 
forward and pass on. That’s important. 182 
 183 
Interviewer: Is there anything you would like to add before we conclude. 184 
 185 
Respondent: I think that point is so valid. The mindset, the way people think. I know the bell 186 
curve shows that others take long and others, I wish I could change that bell curve. Why? 187 
Because then things will happen quicker. Kids would move on faster and learn things 188 
quicker, because the teachers are resistant, it impacts on our learners and that’s the delay 189 
here. 190 
 191 
Interviewer: Thank you very much 192 
 193 
Respondent: Thank you. 194 
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Interview with Educator  P1 E2 1 
 2 
Date: 17 May 2018    3 
Time: 13:00 4 
Place: An office at the school  5 
 6 
Interviewer: Thank you so much for availing yourself for this interview. Uh, I’d just like to 7 
start with a brief description of uhm, your teaching experience. 8 
 9 
Respondent: Okay, I’ve been a teacher for 17 years, alright, an HOD for a further 2 years. 10 
I’ve learnt a lot in this time and during my course of teaching I have actually become a role 11 
model to a quite a few educators because you tend to know what to do, so uh, with regards 12 
to files, with regards to lesson planning, you know, and when we come into PLCs you will 13 
see how the lesson plans have actually standardized, because of the PLC committee.  14 
 15 
Interviewer: okay 16 
 17 
Respondent: So that’s one learning curve that we have taken away from the PLC, or we’ve 18 
basically standardized the lesson plans because of PLC. 19 
 20 
 21 
Interviewer: So, let’s start with how does your PLC function. 22 
 23 
Respondent: Okay, so basically, uh at the beginning of every year , we have a PLC meeting 24 
where all the teachers will be invited to a meeting and district officials or facilitators of 25 
English and Afrikaans would attend the meeting and they would then brief us on what is 26 
going to happen for the year and they would ask for nominees, alright, or people who would 27 
like to act in the roles of the exec on the exec committee, which is your chairperson, deputy 28 
chairperson and your secretary. Alright, and PLCs being fairly new, it’s just running for three 29 
years I am on the committee now for the third year, alright, I started off as secretary in the 30 
first year and when the deputy chair resigned I then opted to become the deputy chair, 31 
alright, so you will see a lot of my communication with the rest of the schools, uh, it actually 32 
comes from my side because I take most of the decisions or simulate you know, certain 33 
decisions. 34 
 35 
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Interviewer: In terms of the composition of the PLC and its startup, were you given any 36 
training or workshops? 37 
 38 
Respondent: Uh, no. In fact, what actually happened is that I was teaching grade 7, when 39 
PLCs actually started, and I was nominated as the Chairperson of the PLC for grade 7 to 9, 40 
you know in this *Area C. But then the following year, I had to drop down to grade 4 because 41 
the school required me to come down to grade 4, alright so with the result I had to rescind 42 
my post as the PLC of the senior phase and come down to intermediate phase.  43 
 44 
Interviewer: yes 45 
 46 
Respondent:  Alright, and I know that the senior phase actually had during that December 47 
break, a three-day course where the facilitator, sorry, teachers were invited to stay over at a 48 
venue, I can’t remember now where the venue was, it was a three-day course they ran with 49 
all the execs from all the clusters. Alright, but I can’t vouch for if the same thing happened in 50 
the intermediate phase, but I know there was Mathew Miller and whatever, they sponsored 51 
this whole thing were PLC execs were actually trained and how to function at maximum, but 52 
a lot of them went for the training and it didn’t actually happen, you know, they stopped 53 
functioning all together and then those that didn’t go for the training just took up their 54 
positions and started running with the PLC 55 
 56 
Interviewer: So, what aspects does your PLC deal with? 57 
 58 
Respondent: Alright, so when started up we looked at the needs of the entire cluster, right, 59 
in our case the Area *C cluster, alright and the needs were that everybody was using 60 
different lesson plans. There was no standardization. Remember, CAPS curriculum came in 61 
almost, just about two years before the development of the PLC, so people were at a loss 62 
because now they had to work on a two week, theme basis, alright and in that two weeks 63 
they had twelve lessons that had to accounted for in the different strands of English and 64 
Afrikaans, be it reading, be it writing and presenting, be it uh, listening comprehension, 65 
reading and viewing you know and pure reading as it so we didn’t know how to fit it in in our 66 
timetable over a two week period. Yes, we knew we had to have twelve periods per week, 67 
alright, so many hours for reading, so many hours for listening and speaking and so on and 68 
so on and through the PLC we got guidance as to how to actually divide our timetable, so 69 
every Monday we then through our facilitator, who at that stage was *Alice, every Monday 70 
we had to have a double period which was an hour, listening and speaking, alright. On a 71 
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Tuesday and Wednesday, we did reading and viewing. On a Thursday, better half of 72 
Wednesday and Thursday we did writing and presenting, Fridays were mostly our test days, 73 
so we did a lot of reading over the Friday and the balance of the day we did reading and 74 
viewing. And then we continued like that in the next week but without that guidance, we 75 
ourselves were catching at straws. 76 
 77 
Interviewer: Guidance from who? 78 
 79 
Respondent: From our facilitator which was *Alice. Alright, so she (*Alice) took the execs, 80 
explained to the execs how the timetable would work, the execs then held a meeting with the 81 
entire cluster and we passed it on to the cluster as to “listen here, this is how your timetable 82 
should work, your timetable must look like this and your child’s, the learners must match 83 
your timetable. We then went onto lesson planning where we standardised the lesson plans. 84 
We have a two-week lesson plan, but each period is covered in that two week, aright and 85 
fortunately enough for us each of us at that stage set up in groups, all the grade 4 teachers, 86 
all the grade 5 teachers, all the grade 6 teachers sat together. We had meetings, alright and 87 
we devised a lesson plan for every term, alright, all those lesson plans were then forwarded 88 
to *Alice, she then checked on it and she went ahead, and she typed it in the similar font, 89 
alright and she then forwarded it to all the schools. So, because of the PLC interaction, every 90 
single teacher teaching grade 4, grade 5 and grade 6 has the same lesson plans, alright and 91 
I just want you to have a look at the lesson plan. 92 
 93 
(shown some lesson plans from the files) 94 
Respondent: So, for term 1, term 2, term 3, term 4 all the lesson plans have been done. 95 
The only thing you as an individual teacher is going to do, is that you are going to annotate 96 
the lesson plan. Alright. 97 
 98 
Interviewer: yes, yes 99 
 100 
Respondent: So, for term 1 we had ten weeks of lesson planning, so this is what the lesson 101 
plan looks like, alright, they continue. (points to specific parts of the lesson plan) It tells you 102 
period one, listening and speaking, period 2 listening and speaking, period 3 reading and 103 
viewing, reading and viewing period 4, then we go onto period 5 which was, uh, what was 104 
the skill, uh here, language, alright, then its reading and viewing, writing and presenting, 105 
writing and presenting because we’ve got 4 periods of writing and presenting in the English 106 
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breakdown. Writing and presenting, reading and viewing, alright, so this is now for a two-107 
week period 108 
 109 
Interviewer: Yes, yes 110 
 111 
Respondent: Then we move on to the next two weeks, because we said that teachers are 112 
so bogged down with work, with teaching, they don’t have time to actually sit down and do 113 
lesson plans so majority of the lesson plan was done for them, all they would do is adjust it 114 
to suit their needs and their creativity. 115 
 116 
Interviewer: Now these lesson plans in particular, how much of contribution were there from 117 
the teachers, themselves.  118 
 119 
Respondent: It was a hundred percent contribution from the teachers. It was a shared 120 
activity, every single teacher like I’m telling you, I was part of the grade 4 group at that time, 121 
so we basically came together, the templates were given to us by *Alice and we basically 122 
filled in the templates 123 
 124 
Interviewer: okay 125 
 126 
Respondent: each one us took, in the cluster, right, we took, we were about twelve, thirteen 127 
teachers. Each one of us took one week, week 1 and week 2, the next person took week 3 128 
and week 4, 5 and six, seven and eight and the people that didn’t have fell into next term. 129 
One and two of next term, two and three of the following term, right. So, we did our lesson 130 
plans and then we emailed it to everybody. So, I did one and two, they did three and four 131 
with the results that I got the whole terms, lesson plans, by me just contributing one week 132 
into that pool. 133 
 134 
Interviewer: Perfect. 135 
 136 
Respondent: And then all the lesson plans where then passed on to *Alice, who then did a 137 
roll out to all the schools. Alright. 138 
 139 
Interviewer: How often do you meet? 140 
 141 
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Respondent: We used to meet twice a term when we started, because there was a lot of 142 
issues to iron out, alright, a lot of standardization needed to be done and as we started 143 
becoming more effective it dropped to once a term. 144 
 145 
Interviewer: Okay. What is your involvement in this PLC? 146 
 147 
Respondent: (laughs) I’m very involved. I like being involved. I am constantly in 148 
communication with the facilitator and I am constantly in communication with the teachers, 149 
so if teachers require copies of lesson plans, I’ve got a disc which has been made available 150 
through *Alice, the facilitator, so in fact all the HODS have that disc but in some schools the 151 
teachers don’t get it alright, or sometimes the HOD loses the disc, so when they contact me 152 
on the WhatsApp group, all I do is that I ask them for their email address and then I email 153 
the set of lesson plans to them. So, it’s basically a go to person whoever is stuck with 154 
whatever I am there to assist them. 155 
 156 
Interviewer: Okay, what are some of the roles and the responsibilities of the people who 157 
make up the PLC. 158 
 159 
Respondent: Alright, so basically there is just three of us that steer the PLC com, it’s the 160 
chairperson, deputy chairperson and the secretary, alright, so the secretary …whenever we 161 
have, uh, we will start bottom up, whenever we meet with the cluster teachers, the secretary 162 
is responsible for taking down notes because those meetings need to be minuted alright and 163 
the minutes of those meetings needs to be forwarded to our facilitator, so that the facilitator 164 
knows that what we passing on to the teachers is actually what is guided and not what we 165 
feel like passing on, to those teachers. The second thing is, the next person is the deputy 166 
chair, much like the chairperson, in the absence of the chairperson or the unavailability of 167 
the chairperson the deputy takes charge and my nature being such that I am a person that is 168 
outgoing, alright and I speak my mind uhm, most of the time I facilitate these meetings 169 
because the chairperson is busy, or she does not have a loud enough voice to carry on. So 170 
most of the time I start of the meeting and the chairperson just pitches in where she needs to 171 
cover up in case I missed something. But the three of us, basically run the *Area C PLC 172 
cluster. 173 
 174 
Interviewer: And how many schools are in this cluster? 175 
 176 
Respondent: We have 16 schools. 177 
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 178 
Interviewer: Sixteen schools (writes it down). 179 
 180 
Respondent: But not all schools are in attendance all the time, alright, but what happens 181 
because we have the WhatsApp group, whatever we say, alright or minutes that we’ve 182 
taken, people can’t always make it all the time, so we take copies of the minutes and we 183 
post it up on the group. 184 
 185 
Interviewer: Okay 186 
 187 
Respondent: To make it available to all those unable to attend. 188 
 189 
Interviewer: Are there any roles and responsibilities among teachers within the PLC? 190 
 191 
Respondent: there isn’t really, unless we calling for people to meet like in the case of the 192 
lesson plans. We actually did, which was nice was, not last year but the year before we had 193 
common papers, alright, so we decided in grade 4 we are setting a common cluster paper, 194 
alright, grade 5 we doing the same thing, grade 6 we going to do same thing. So, we wanted 195 
to set a paper that would cater for all the needs of the  cluster, not only those schools that 196 
have very academic kids or those schools that have very, very poor learners that are unable 197 
to write an exam. We needed to create a paper that was of an intermediate standard, right 198 
and this is where teachers came together and they brought their ideas forward. We met at 199 
various schools and they designed their own little paper. Once the paper was designed, 200 
typed, people within the grade 5 , 4 and 6 group had to nominate somebody to type it , had 201 
to do certain questions, right, they then emailed it to one person, one person then put the 202 
whole paper together, that paper was then forwarded to the facilitator, in that case like I said 203 
person z, she moderated the paper and she then returned it to the clusters, to all the 204 
teachers in those clusters and the teachers then duplicated the paper and gave it out to the 205 
learners, which worked very well because we could tell how high our standard was, or how 206 
low our standard was, considering that everybody was part and parcel of the development of 207 
this paper. Alright, so you knew that your kids were flying or no, your kids still need work to 208 
get to where they need to be. Right. 209 
 210 
Interviewer: In what way has your participation in this PLC impacted on your professional 211 
practice? 212 
 213 
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Respondent: It has, because now I’ve become an expert (emphasis) in my field, alright, so 214 
when my teachers come to me and they are questioning about lesson plans for that matter, 215 
about allocation, time allocation of periods in the English and Afrikaans timetable, I know 216 
exactly how to guide them. I know exactly how to sort of provide them with a background 217 
structure as to how they should run their classes, how they should run their lessons and also 218 
what to look for when I am checking teacher’s files. Alright. Like if we are looking at 219 
assessments, right, now we had a problem with informational texts and instructional texts, so 220 
instructional is grade 4, no informational is grade 4 and instructional is grade 5 and 6, alright, 221 
so if I had not been part of this PLC I wouldn’t have known the difference, alright. What also 222 
has helped is that the development of the curriculum coverage tool, is what we have done is 223 
we have taken the ATP and from the ATP we have developed something called a curriculum 224 
coverage tool which is directly in line with the ATP, meaning that in week one, week two 225 
these are the things that you need to teach and these are the assessments that you need to 226 
do over that period. Once you have done it, you date it, you tick it off and then you calculate 227 
what percentage you’ve covered of the curriculum. So, it’s cumulative. So, for term 1 it’s 228 
25%. For term two its 50%, 75% and 100% at the end of the year. So, *Alice, actually 229 
worked out the amounts per assessment that we need to calculate, so it’s quite an intricate 230 
tool but we had as a PLC we had to train the teachers on how to use the tool because not 231 
everybody knew exactly how the tool had to be used, so we went for training, we went for an 232 
exec, exec workshop. 233 
 234 
(phone rings and is put off. A copy of the assessment tool is pulled out of a file for viewing) 235 
 236 
Respondent: We went for an exec workshop and we were trained on how the tool should be 237 
used and once we knew how the tool was used we then called up a PLC meeting and we 238 
trained our teachers within *area C on how the tool should be used. How to calculate the 239 
quality and the quantity of the tool. So if I look at this, this is the tool for term 1 , alright so 240 
then it gives me the week, week one and two, it tells me listening and speaking what I have 241 
to do, reading and viewing, writing and presenting , language and structures, your five 242 
different strains within the English, so we do it in English and Afrikaans, we have added a 243 
monetary, a figure , an amount to each activity, we then total, we start with zero. This (points 244 
to the tool) should give me a round about figure of 5 % if I complete it all. But it’s not 245 
completely 5 %. So, if the person follows the tool correctly they will not finish 25%, they will 246 
finish 24.91 something, something. Then I take the 24.91% forward to term 2 and I add on to 247 
term 2. So, it’s quite an intense tool  248 
 249 
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Interviewer: Uh huh 250 
 251 
Respondent: And people needed to be trained on this.  252 
 253 
Interviewer: Uh huh  254 
 255 
Respondent: You don’t hear of this because people are running with it, they know what they 256 
must do and this tool needs to be submitted bi-termly, so within 5 weeks of the term we 257 
submit to Department, who is our facilitators to verify that the tool is being covered correctly 258 
and then we submit at the end of the term. So, twice a term we submit curriculum coverage 259 
across the board, all subjects, grade 4 to 7. All this is because of the PLC. All this is because 260 
of the PLC. All this was made possible. 261 
 262 
Interviewer: Uh, so what opportunities for leadership are there. Are there any opportunities 263 
for teacher leadership in your PLC. 264 
 265 
Respondent: There is, there is. Because what actually happens is we are empowering the 266 
teachers to set papers, I mean if you can set a common paper for the entire district, nothings 267 
stops you from setting papers when we require you at Department, alright, and also because 268 
your name is being taken forward, you becoming well known at a district level, alright, and I 269 
felt that as well. People knew who I am. They knew who the secretary is, you know and 270 
there are certain teachers within the PLC cluster who are dynamic and it’s up to the PLC 271 
group to identify these dynamic people and send their names forward for promotional posts, 272 
you know professional development courses. 273 
 274 
Interviewer: Uh, huh 275 
 276 
Respondent: Besides that there still a whole lot of professional development courses that 277 
districts runs with educators and also for nominations of awards and you know, things like 278 
that, there is a lot of scope for a normal teacher, everyday teacher that’s just come into the 279 
profession to show their leadership abilities and be identified as a possible exec, or a 280 
possible chairperson , you know, because why should you remain as a teacher at a 281 
classroom level when you have so much more to offer. 282 
 283 
Interviewer: uh huh. What factors do you think hinder the functioning of the PLC? 284 
 285 
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Respondent: Miscommunication, is a big thing. Because if you don’t communicate the 286 
message correctly or you relay the message correctly, people are going to be saying “oh, but 287 
you know, I heard this from this person and why is it not happening like that?”.  288 
 289 
(phone rings and is put off) 290 
 291 
Respondent: We had an issue with regards to, in fact it was early last year, we as a cluster 292 
decided that for English to have nine to ten assessments for a term is hectic, it’s too hectic. 293 
Because what you are doing is that you are teaching to assess, alright. Literally you’ve got 294 
10 weeks, each week you need to be doing an assessment. I mean where is the time for 295 
remediation. So we put a proposal forward to our facilitator and we said “you know, can 296 
these number of assessments be reduced?” and Department kept on saying “no, but what 297 
are you complaining about nine assessments, there is only two tasks” but, within each task 298 
there is about five, five assessments which is what Department failed to realise and it was 299 
put forward to our facilitators and from our facilitators it was taken to provincial and then to 300 
national, alright,  and somebody in national, they were discussing it  and I think the guys 301 
from SA SAMS were also part of this meeting and when they came back, they upgraded our 302 
SA SAMS system and they reduced our, our assessments from 9 to 6. Alright. without 303 
mandating it, without it being documented and sent to all the schools prior, because 304 
remember we have to update our CAPs policy document prior to doing that, and that wasn’t 305 
done so all of us came back last year, term 1 and we said, “9 assessments to 6 306 
assessments yay, all our prayers have been answered”. I took a screenshot and sent it to 307 
*Alice and I said “listen look at this, you know, why do we have 6 assessments, compared to 308 
9, because now we need to plan ourselves as we only need to assess 6 and not 9”. So 309 
*Alice said, “just hang on, because this wasn’t supposed to happen and do your nine 310 
assessments. Don’t leave the three out. Do your 9 assessments and tell your entire PLC to 311 
do their 9 assessments” and just as she said so I posted it onto the group and I said “guys, 312 
just hang on and carry on with your 9 assessments, don’t drop it to 6 because come end of 313 
the term we are going to have a problem. Alright. So, to prevent a bigger train smash at the 314 
end of the term, everybody continued with their 9 assessments. And then at the end of the 315 
term it went back to 9 assessments. You see, so communication is key to running an 316 
effective uh, PLC and I think there should not be any hidden agendas, you know it’s all about 317 
learning and if you have the expertise, you don’t have to be at a deputy post, you don’t have 318 
to be a chairperson or a secretary, if you’ve got a contribution to make, put it on the group or 319 
when we have our meetings voice your idea, voice your opinion because we are all learning 320 
from each other. You know, and it will be minuted and it will be taken forward to, I think it 321 
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allows the common man the layman in the classroom, for their voice to be heard at a higher 322 
level because remember principals will only pass on certain amount of information. Deputy 323 
principals in the same way. HODs in the same way. Alright. Because they will only give you 324 
what you need to know whereas the PLC is coming out and saying “here! here is 325 
information! You take it and you grow from it”. Alright, and I found that to be amazing 326 
because now I felt empowered, I felt I know what I am doing and my teachers at that stage I 327 
wasn’t even an HOD and my teachers came to me and they said “wow madam, in five 328 
minutes you were able to tell us how to run our lessons”. That’s what you call knowledge and 329 
I was only able to do that by attending these PLCs meetings, by getting involved, by voicing 330 
my opinion, by getting your hands dirty because basically you sit back with your hands 331 
folded, nothing is going to get done. So, you need to be there. You need to put yourself out 332 
there and you need to be willing to learn an improve systems. That’s the most important 333 
thing. We can’t be working like sixteen years ago. We need to modify and improve and 334 
utilize our time more effectively and more efficiently and that is what PLCs have actually 335 
enabled us to do. 336 
 337 
Interviewer: And specifically, in terms of teacher leadership, how can the PLC improve 338 
teacher leadership? What opportunities do you envisage? 339 
 340 
Interviewee: Uhm, what we looking at, is trying to get more teachers. So, what we ideally 341 
want to do with the next PLC is to identify a lead teacher in each school, alright, and that 342 
lead teacher would do the communication to the PLC exec, alright, with regards to whatever 343 
issues might come along. Maybe that particular school is struggling with assessments, 344 
alright, and they find that the assessments are just too crazy, they can’t manage to complete 345 
so many assessments in the given time, alright, the PLC will come through,  346 
 347 
(knock on door, someone enters and puts a paper on the table) 348 
 349 
they will then workshop those particular teachers as to how to utilize their time efficiently and 350 
also through best practices, because remember, certain people can get it right, why can’t 351 
others? So, they doing something wrong, alright. So, they will be the source of 352 
communication to the PLC where the PLC is actually going to go out and say, “listen let’s 353 
improve, but let’s improve together”. 354 
 355 
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Interviewer: I wanted to talk to you about school - based PLCs. The policy states that PLC 356 
are more feasible, or should be more present at school level then at cluster or district level. 357 
Are you aware of any school-based PLCs? 358 
 359 
Respondent: Yes, yes, yes. Basically, I think I would not have been so strong at an external 360 
PLC if the school as a whole did not have an efficient and effective PLC as a whole. 361 
Because what we do, is to encourage teachers to portray their talents besides just teaching 362 
in the classroom, some people are very good at entertaining, at organizing functions, so we 363 
as a staff at *Hope Primary School, are basically given a choice of attaching our names to 364 
approximately 15 committees. So, we have a social committee, we got a cultural committee, 365 
sports committee, uh, we’ve got uh, excursion committees to name a few and teachers that 366 
feel that they are very good at organising places for kids to visit will then go onto an 367 
excursion committee, and then we have like a lead teacher in each grade, grade 4, 5,6, 7 in 368 
fact grade1, 2 and 3 as well. Those teachers will go and research different places that the 369 
kids can visit for an excursion, alright, they would then present the vast amount of 370 
knowledge they have researched to their colleagues, alright and as a team the grade1’s will 371 
decide that this is the best venue for our kids to go. It happens across the board, right 372 
through to grade 7. They will then go and make the booking, get the prices and then pass 373 
that information to the office to finalise the booking and book the buses and so on and so on 374 
and get the letters out to the kids so that’s just excursion. We then have the social 375 
committee. Any function that we have on a social basis, it could be a farewell for a teacher, it 376 
could be just the social gathering ,alright, they will then send out notices to everybody, 377 
saying that this is the time, they design the invitation, you know, they actually colour co-378 
ordinate the hall that we have, looking at the persons personality , if it’s a farewell, I mean  379 
we bidded farewell to our deputy principal last year that was at * Hope Primary  for 43 years 380 
and we gave her a farewell in the hall and because she was a person that loved the colour 381 
brown, we said that she was a very earthy person and based on her choices of colours we 382 
then mixed it with all the gems and she being the diamond of the school, her table was all 383 
glitzy and glamourous in silver and bright diamond colours, you know and then we had green 384 
and orange, these were all the colours based with the brown and we organized chow, food 385 
and caterers and all this came from the staff that was on that committee. So, you basically, 386 
allocate, you order the food, you sort out the deco, you sort out the dessert, you sort out the 387 
welcome drinks. So,  you giving each person an opportunity to showcase themselves. 388 
 389 
Interviewer: Yes, yes 390 
 391 
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Interviewee: So that’s now at a social level. 392 
 393 
Interviewee: Then we still do a PLC with regards to subjects. Alright, because in English I 394 
might be very clued up as to how I would run my orals, where as teachers might be 395 
struggling to do orals across the whole term. It takes them ten weeks to finish a reading 396 
assessment where it takes me two weeks. What am I doing and what is she doing? So, we 397 
basically meet and discuss best practices. 398 
 399 
Interviewer: how often do you meet? 400 
 401 
Interviewee: We do this once a term. Depending on the need. If there is a need we then 402 
would meet more often. But, in-fact I just had my meeting last week with my educators and 403 
in that meeting, I am not the HOD I am teacher, I am on your level and this is how we 404 
discuss it. We discuss it as a group, okay and we come up with solutions as to how to solve 405 
certain issues. On Wednesday we had one Afrikaans teacher, fairly new, in her second year 406 
of teaching who is doing a dynamic job, you know her assessments are so creative, her kids 407 
are learning so well, so we asked her, to give us a workshop, on how she manages to do it 408 
in her class. So, there,  we giving her an opportunity, we elevating her to run a workshop and 409 
she did a sterling job of it so that was now an Afrikaans PLC, we have an English PLC, you 410 
know, we have Natural Science, we have Social Science, we have EMS, so all these 411 
subjects were teachers are teaching together, alright, we basically encourage them to share 412 
good practices 413 
 414 
Interviewer: And I’m just going back to the PLC at cluster level, is there sharing of any best 415 
practices there? 416 
 417 
Respondent: There is, like I said when we did the lesson plans, that is where we came up 418 
with the whole best practice idea. 419 
 420 
Interviewer: Yes, yes 421 
 422 
Interviewee: and then the common papers as well 423 
 424 
Interviewer: Yes, yes 425 
 426 
(Background noise. Drilling outside). 427 
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 428 
Interviewee: At this particular stage, I think the PLCs are sort of jacked up. They know 429 
what’s going on and also new teachers that is coming into each school, the older teachers 430 
are able to pass on that knowledge and upskill them so they at the moment we haven’t had a 431 
meeting to discuss best practices for this year yet. We are hoping for it to happen next two 432 
weeks or so. 433 
 434 
Interviewer: Is there any outside intervention into your PLC. 435 
 436 
Respondent: Yes. Yes. you know what we identified in fact, we identified that we have 437 
problems with writing and presenting because a lot of teachers are so remote in their ideas, 438 
you know like you must do a cloud as mind map, you must do formal written writing as a 439 
draft, you know why can’t  we give the child a frame and let the child fill a frame especially at 440 
a grade 4 and 5 level because they are still learning how to write a newspaper article for that 441 
matter so we sourced out *Ace Publishers  last year, I think it was *Ace and I think there was 442 
another publisher, where they actually ran courses with us on how to do effective writing and 443 
presenting and how to do effective reading and comprehending, how to set exam papers 444 
using Blooms and Barett’s taxonomy. So, we already had three workshops that covered all 445 
these reading, setting of exam papers where teachers were workshopped alright and all this 446 
came out of the needs that the PLC found, we passed this onto the facilitator, and the 447 
facilitator then sourced out, these outside people, remember *Ace is one of our publishers. 448 
 449 
Interviewer: yes, yes 450 
 451 
Respondent: So, they must now give back to the education fraternity and they have done so 452 
by offering these developmental courses and obviously free of charge. 453 
 454 
(knock on door, person enters with some forms and asks for directions. 455 
 456 
Interviewer: Is there anything you would like to add before we conclude? 457 
 458 
Respondent: No. I am actually very glad to be given the opportunity and you know what 459 
sometimes you don’t realise the wealth of knowledge you are sitting with until you are 460 
questioned and like I say this, this was peanuts for me, because I know so much, and I have 461 
done, I’ve really been all over the show, so it was such a pleasure, not at all an issue and 462 
thanks for the opportunity (laughs). 463 
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 464 
Interviewer: Thank you 465 
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Interview with Facilitator - P1 F1 1 
Date: 29 May 2018 2 
Time: 13:30 3 
Location: Ndondo Teacher’s Center 4 
 5 
Interviewer: Thank you so much for agreeing to this interview. I really do appreciate it. Uh, 6 
what is your involvement as a facilitator in this PLC? 7 
 8 
Respondent: Uhm, my involvement, or my role should be, to meet with the PLC executive 9 
committee and guide them on what they can interact with the educators within their PLCs, 10 
just sort of give them a guideline, but they are also open to discussing or interacting on 11 
whatever issues are pertinent within the PLC. You know, it doesn’t just have to be what we 12 
give them, sort of as a guideline, so for me it’s just to sort of monitor that it is taking place, so 13 
they would send me their registers of attendance and minutes of the meeting, what 14 
discussions have taken place. 15 
 16 
Interviewer:  You mentioned PLC executives. 17 
 18 
Respondent: Yes 19 
 20 
Interviewer:  What are PLC executives? 21 
 22 
Respondent: So in our district ,we divided up into six clusters, cluster by area, but then we 23 
found that the clusters are big in terms of number of schools, so we’ve split our clusters, 24 
uhm, into like two groups per cluster, and then the executives would be three members, 25 
uhm, who sit on the exec, we have the Chairperson, the Deputy Chairperson and a 26 
Secretary, per cluster area, and they would then attend executive meetings and go back and 27 
then run the PLC meetings on their own. 28 
 29 
Interviewer: and how were the executives appointed? 30 
 31 
Respondent: Uhm, we approached in the past, uhm, educators that show leadership skills 32 
and uhm, for now this meeting I will be having today, some of them have just been selected 33 
because some of the PLCs were not functioning because of who was in leadership there and 34 
so we’ve just identified educators and put them on the executive and today is the first time 35 
we will be meeting with them and discussing the roles. 36 
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 37 
Interviewer: okay, how long have you been the facilitator of this PLC? 38 
 39 
Respondent: I have been in the PLCs for three to four years now. I was an educator, a post 40 
level one educator and I was the chairperson of one of the *Gainesville cluster PLCs but 41 
then, in May 2017, I was appointed facilitator, so, uhm, ja, I’ve been as a post level one, you 42 
can say about three years my involvement, and now one year as the facilitator. 43 
 44 
Interviewer: Can you describe how this PLC is functioning? 45 
 46 
Respondent: Uhm, well, the way it used to function when I was on the exec was that we 47 
would meet with the facilitator and the facilitator would give any updates, any new 48 
information, anything pertinent to the subject, and because it’s difficult to meet everybody 49 
together, like all educators twice or thrice per term, it’s then and , better to work in smaller 50 
groups, so then the PLC executives would go back and uhm, and cascade whatever 51 
information was shared with them so it creates leadership opportunities for them , so the 52 
facilitator is not the one doing everything and giving post level one educators a chance to be 53 
in a leadership position, they grooming, they developing leadership skills. 54 
 55 
Interviewer: I know, you mentioned executives are there any other roles that members 56 
comprising the PLC play? 57 
 58 
Respondent: Uh, no. Besides the three executives there is no other role. 59 
 60 
Interview: uh, can you give some examples of some of the activities that PLCs engage in. 61 
 62 
Respondent: Okay, so, uhm, there would be spelling bees, where currently I’m, tomorrow’s 63 
my last one, a Grade 6 Spelling Bee, which we run at cluster level and the PLCs sort of run 64 
it. Whatever has to be done on the day, they do the preparation, we’ve done in the past, like 65 
a cluster common paper of an exam, and, doing planning together, lesson planning so that 66 
uhm, especially when we had new lesson planning templates coming out, we would sit as 67 
PLCs in the different Grades to sort of make it easier to workshop each other on how things 68 
should be done, so it was lesson planning, uhm, drawing up cluster papers and memoranda 69 
and even, uhm, moderation of interschools, like in the clusters. 70 
 71 
Interviewer: So what opportunities do teachers have for leadership in this PLC. 72 
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 73 
Respondent: So, they can be an executive member, which would be again, the chairperson, 74 
the deputy chairperson or the secretary, but then also, like with running or developing a 75 
cluster common paper, they could be given tasks to say, you be responsible for the 76 
comprehension section, you be responsible for the language section, uhm, so as things 77 
come up, even with the spelling bees, little things like printing of registers, or preparing 78 
numbers for the contestants, uhm, preparing a venue, it’s all the little things that adds up to 79 
leadership responsibilities. 80 
 81 
Interviewer: Do you have any measures in place for PLCs to be more teacher led. 82 
 83 
Respondent: Uhm, the only thing that we have, is getting back from the executive members 84 
the registers and the minutes to see the discussions that were led and to see whose taking 85 
part and the discussions, that’s basically all we have at the moment, we measure with. 86 
 87 
Interviewer: In your opinion, what are your views regarding PLCs as a strategy for teacher 88 
leadership? 89 
 90 
Respondent: I think it’s a good platform for them because there isn’t much scope for 91 
leadership within the education fraternity, so if you not a HOD, Deputy or Principal, there is 92 
very little else. There could be subject head but then also uhm, people who are involved in 93 
the PLC more, would be a better subject head at their school level because they would get 94 
much more information, you know there’s that direct link with the facilitator, so any issues, 95 
any problems, any queries can be addressed with the facilitator, so in my view it’s a good 96 
platform and teachers because they are all teachers at the same level, they might not be as 97 
scared to raise questions or concerns or difficulties they are facing because they are all at 98 
the same level , they may just be a level of trust, that they may not feel comfortable speaking 99 
to a person in authority. 100 
 101 
Interviewer: Yes, what kind of impact has PLCs had on schools? 102 
 103 
Respondent: Uhm, (pause) all I can think that, that information that comes through to PLCs, 104 
they can get information timeously, we have chat groups on WhatsApp, so we can share 105 
information, quickly and efficiently if everyone is on the group though. Uhm, (pause) what 106 
else now… 107 
 108 
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Interviewer: Are you aware of any school-based PLCs? 109 
 110 
Respondent: I am not aware. I am not aware. I must say that our Subject A, has been a bit 111 
dormant since last year, that’s why I am trying to get it all functioning again and running, and 112 
getting them excited about PLCs and to participate and to do things for each other and with 113 
each other. 114 
 115 
Interviewer: What do you think, hinders the functioning of PLCs? 116 
 117 
Respondent: I think that the teachers might see it as just another(pause) committee or 118 
organization where duties are added, especially for the executive members because they 119 
have to keep minutes, they have to keep registers, so it might be that they could feel that its 120 
extra labour for them. 121 
 122 
Interviewer: uhm 123 
 124 
Respondent: But if they share the duties amongst the three members, who are on the 125 
executives and get other members in the PLC to capture minutes for them, share the duties, 126 
it might not be as cumbersome for them. 127 
 128 
Interviewer: Can you provide some recommendations for promoting teacher leadership in 129 
PLCs. 130 
 131 
Respondent: Uh, well it’s  a platform were teachers can get together and discuss teacher 132 
related , either uhm , difficulties or strengths, or share their strengths , you know uhm, what 133 
pertinent for them as teachers, it’s also for learning, they can learn from each other 134 
especially our new novice teachers, uhm, still looking at our experienced teachers for 135 
guidance and for mentorship, that can happen in the PLC and that they can become a 136 
community that they can call upon each other for assistance, for guidance, for help, uhm if 137 
one does not know other might, just to share good practices. 138 
 139 
Interviewer: uhm 140 
 141 
Respondent: Where one might be having difficulties, another might be able to help. 142 
 143 
Interviewer: Uh, (pause) how do you suggest teachers attend PLCs more frequently? 144 
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 145 
Respondent: Uhm, I would, my personal opinion is that they attend it twice per term, 146 
because besides the other meetings that are called, not only by *Subject A, but we find 147 
many teachers teaching lots of subjects, especially in our smaller schools, so teachers 148 
become very busy with lots of meetings and things to attend and that also can frustrate them 149 
a bit, so my suggestion would be twice a term to discuss whatever leads come up on the 150 
agenda. 151 
 152 
Interviewer: In addition to, uh, PLCs are there also subject meetings? 153 
 154 
 155 
Respondent: Yes, they are. 156 
 157 
Interviewer: There’s no, uh, there is a differentiation? 158 
 159 
Respondent: We are expected to have two subject meetings per term, whether it be 160 
training, or just updating on what’s new, what’s happening or what’s expected so there is a 161 
differentiation between PLCs and subject meetings. 162 
 163 
Interviewer: Is there anything you would like to add, before we conclude? 164 
 165 
Respondent: Uhm, I know PLCs can work. They have worked in the past, it’s just that we 166 
need the educators to take complete ownership of the PLC and that we get them to be 167 
willing to run with it and to get them to be enthusiastic about it. Ja, that’s what I think all 168 
subject facilitators need to be doing. To get that complete buy in, from educators to be 169 
involved in the PLC. 170 
 171 
Interviewer: Thank you. 172 
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Interview with educator  P2 E1 1 
Date: 19 May 2018 2 
Time: 10:00 am 3 
Place: Conference room UJ Soweto Campus 4 
 5 
Interviewer: Thank you so much for availing yourself for this interview. I really appreciate it. 6 
Can we start with describing in general, how your PLC functions? 7 
 8 
Respondent: Alright, thanks. Our PLC its fully functional because we meet regularly, and 9 
we have a management plan that guides our activities in terms of what should happen, 10 
when, you know. Then we meet as an executive to discuss pertinent issues before we can 11 
meet with the entire PLC. Its fully functioning because we do meet in those particular days 12 
which are outlined by the management plan. I think the only challenge that we seem to be 13 
facing is the issue of attendance, because in our PLC we have got around twenty schools 14 
that are supposed to be, but unfortunately not even a percent, turn up for those PLC 15 
meetings. Which then becomes the challenge. Probably we need to look at how or what we 16 
can do to ensure that we encourage more teachers to take part in the PLC. 17 
 18 
Interviewer: How often do you meet? 19 
 20 
Respondent: We meet probably twice per term, you know.  Normally we have one meeting 21 
where we structure a PLC in terms of the activities that will be happening then the second 22 
meeting will be a particular activity that we have in terms of teacher support, you know, 23 
probably there is a particular topic that will be presented that will capacitate teachers in 24 
terms of teaching methodology. So, its plus minus twice a term. 25 
 26 
Interviewer: What is your involvement in the PLC? 27 
 28 
Respondent: Basically, I am chairing, I’m heading the, I am heading the PLC as a chair, eh 29 
whereby I am responsible for ensuring that eh, there is a well-functioning PLC, ensure that 30 
members meet regularly and also to ensure that I structure the PLC in terms of what should 31 
be happening throughout the year for this particular PLC. 32 
 33 
Interviewer: Uhm, in terms of training, have you had training, or have you been 34 
workshopped on PLCs? 35 
 36 
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Respondent:  Uh, not necessarily training, but normally what happens we have got what we 37 
call PLGs which is Professional Learning Groups where all PLCs executives meet together 38 
with the Math facilitator, because this is a Math PLC, so we meet with the Math facilitators 39 
where they will capacitate us in terms of issues around PLC leadership, issues around 40 
activities that should be happening, for example in a month’s time we will be having a Math 41 
Olympiad so there will guide us on how to organize that Olympiad, what will be needed for 42 
the Olympiad, which learners should participate in the Olympiad.  43 
 44 
Interviewer: What are some of the roles and responsibilities of the people that make up your 45 
PLC? 46 
 47 
Respondent: We have the chairperson, which is myself, we have the deputy chair who 48 
deputies me if I am not there, then we have the secretary who takes minutes in the PLC and 49 
we also have the deputy secretary who will take minutes should the secretary not be 50 
available. 51 
 52 
Interviewer: Are there any roles and responsibilities for teachers within the PLC. 53 
 54 
Respondent: Not exactly, but what we try to encourage , normally during PLCs is if teacher 55 
have particular expertise in terms of knowledge of a particular topic they might like to present 56 
and share with other teachers , then we encourage teachers to do so , to avail themselves 57 
and then if they are so good in that particular topic then indicate so that we can give them a 58 
platform for them to be able to create or run that particular activity so that they can at least 59 
capacitate everyone within the PLC but from my experience as I have been running the PLC 60 
for almost three years now , eh I don’t recall any instant where teachers were able or to sort 61 
of avail themselves, you know, for particular topics that they can present . I am not sure if 62 
they lack confidence in terms of teaching methodology or confidence in teaching that 63 
particular topic you know so as a result we opt for options whereby we ask for the facilitator, 64 
district facilitator to come and present that particular topic or even to outsource an expert in 65 
that particular topic to come and present it for us. So, I’ve never had any instance where a 66 
teacher would volunteer to and say probably in the next meeting I would like to present a 67 
particular topic. Although the opportunities are presented to them, but they don’t use such 68 
opportunities. 69 
 70 
Interviewer: And in terms of the role of chairperson, deputy chairperson, how where you’ll 71 
chosen for these positions. 72 
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 73 
Respondent: Okay, let me be honest with you. I was never chosen in any democratic 74 
manner.  Initially what happened when this whole thing started, we were in an meeting, it 75 
was a meeting for Math teachers and then in that meeting, because I have worked very 76 
closely with the facilitators, so the facilitators they know me very well, so in that meeting they 77 
just pointed me out, singled me out to say eh Mr X you will be running the PLC number 6 so 78 
that is exactly  how I got to this and I asked them what is it that I am going to do in that PLC? 79 
They said you will be a chair for that PLC and then we will instruct you and inform you on 80 
how you will be running that PLC and we will give you a list of schools that will form part of 81 
the PLC. So they gave me a list of schools and I had to inform those schools and run the first 82 
PLC meeting and then at that first meeting I cited to them how I was elected but assuming 83 
that probably the teachers might come up with a different perspective to say , eh what if we 84 
do it in this particular way to select the executive. But, none of that happened. However, I 85 
had to initiate to say, okay colleagues I can’t run this PLC by myself so what if we have an 86 
executive and select an executive amongst ourselves so that I can have a particular 87 
structure that will assist me in terms of ensuring the effective functioning of the PLC so that’s 88 
how we got to select the other executive members. 89 
 90 
Interviewer: How where they selected. By what means. 91 
 92 
Respondent: they just had to volunteer. We allowed for nominations but there was no 93 
nominations, then we allowed for volunteers. people had to volunteer and that is how they 94 
got in there. 95 
 96 
Interviewer: In what way has your participation in this PLC impacted on your professional 97 
practice. 98 
 99 
Respondent: I think very positively, because one it gave me an opportunity to interact with 100 
other teachers in my district who are teaching in the same subject , mathematics , you know 101 
and then as teachers we have been able to come together, assist one another especially 102 
when it comes to tasks like, formal tasks like test, exams because we will be able to come 103 
together and be able to share expertise about good question papers, you know so it’s been 104 
very helpful in that regard because when we come together we look at issues of policy to 105 
see what is the policy requirement. To also look at what are the topics within that particular 106 
term and then how do we address those particular topics in terms of ensuring that at least all 107 
topics are covered in our assessment. Specifically, it has been more about assessment than 108 
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anything else, but it has assisted me a lot in terms of engaging with other colleagues instead 109 
of suffering on my own, not knowing what to do but at least I know that I’ve got a particular 110 
people that I can work with, that we can share expertise, because we teach almost the same 111 
subject, so it has assisted me in that regard. 112 
 113 
Interviewer: What about personal growth. In terms of leadership. How has that impacted on 114 
you. 115 
 116 
Respondent: Eh, it has developed me. Let me one indicate that as a leader myself because 117 
one I am the HOD, definitely then in terms of bureaucratic structure it means I am in a 118 
leadership position , so definitely I interact with teachers on a daily basis in terms of 119 
leadership, because at my school I have to provide leadership in my phase in terms that I 120 
mentor and coach teachers within my department and provide guidance and support in 121 
terms of curriculum coverage, you know give directive  in terms of what should be done and 122 
then being in this PLC has also developed me as it has given me an edge with teachers 123 
outside my school, you know. So, it has developed my confidence because you know at my 124 
school I interact with those  teachers on a daily basis but those in the PLC I see them at that 125 
particular time, so at least it gave me the confidence to be in front of them, to be able to give 126 
them directives and I could see as time goes on that they also believe in me because if I give 127 
guidance and instructions, they follow those instructions you know, hence if you can look at 128 
the PLC that we had about a few days back. 129 
 130 
Interviewer: Yes 131 
 132 
Respondent: You will see that they volunteered that I should still head the PLC because 133 
they believe in my leadership because I have always given them directives in terms of what 134 
to do to ensure that effective functioning of the PLC. Even the facilitators have 135 
acknowledged to say that my PLC is one of the best PLCs because we are fully functional. 136 
 137 
Interviewer: In your opinion how do you see your PLC drawing out the potential of teacher 138 
leaders, of eh teacher leadership? 139 
 140 
Respondent:  Ja I think, in my opinion, hence we are citing, I’m thinking the prospect is 141 
there but however it should be more structured in terms of policy wise because we operate 142 
outside a framework of policy because there is of policy guideline in terms of the functioning 143 
of PLCs hence I’m saying, one, look at how the executives was selected. Look at how I was 144 
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selected. There were no clear guidelines in terms of how it should be done so I’m thinking 145 
having no proper structure like that it creates some challenges, because some teachers 146 
don’t take the PLC seriously, hence attendance is a challenge, hence I indicated earlier on. 147 
Attendance is a challenge because they don’t see it as something serious. 148 
 149 
Interviewer: Yes, yes 150 
 151 
Respondent:  But then I’m thinking, should the Department come up with policies , you 152 
know that will give directives, that will give more structure in terms of how PLCs should be 153 
done.in terms of the activity can be more ability to other teachers in terms of professional 154 
development and also leadership. But currently as it sits I don’t see teachers taking it that 155 
much serious you know. 156 
 157 
Interviewer: You did speak about attendance, but are there any other factors that hinder 158 
teacher leadership in your PLCs.  159 
 160 
Respondent: In what regard? 161 
 162 
Interviewer: PLCs are often seen as a structure that cultivates teacher leadership because 163 
in essence, they are supposed to be teacher led and voluntary. It’s also directed at 164 
professional growth but we are looking at leadership. In what way, uhm what did I say, what 165 
factors hinder teacher leadership in your PLCs? What is preventing teachers from emerging 166 
as teacher leaders? 167 
 168 
Respondent: Eh, I’m thinking, hence I said earlier on the inability of the system to enforce 169 
structural procedures, to me that is the key thing because once it was structurally and policy 170 
wise , teachers know that they have to be there. They need to participate. I am sure then it 171 
will draw out as much as possible in terms of developing their leadership skills but now we 172 
are sitting in a situation where teachers just come there, because they have to be there. 173 
They are not fully functioning to ensure that the PLC is working effectively. In most cases 174 
you find that it is the executive that is so committed to in terms of functioning of the PLC but 175 
the other thing of teachers, they just there because they have to attend. 176 
 177 
Interviewer: Uhm, the executive is actually fulfilling that leadership, uh, capacity? 178 
 179 
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Respondent: Yes, yes, only the executive you know. Which gives very limited scope to 180 
other teachers who are not in the executive, you get what I mean? 181 
 182 
Interviewer: Mm. Given your current position, that it’s not mandatory, do you have any ideas 183 
or recommendations regarding how teacher leadership could perhaps be improved in your 184 
PLC? 185 
 186 
Respondent: Ja, yes, one, hence I indicated earlier on by allowing teachers to present on 187 
particular topics in line with the curriculum so that they get an opportunity to be at the 188 
forefront in terms of leading the curriculum by presenting subject matter in line with the 189 
curriculum. And eh, secondly to ensure that we have sub committees within the PLC that will 190 
look at other aspects of leadership so there is distributive leadership within the PLC, not only 191 
the executive leading the PLC so that we can ensure that there is maximum participation of 192 
all PLC members, you know. 193 
 194 
Interviewer: Are you aware of any PLCs that function at school level? 195 
 196 
Respondent: No, not that I know. I think it’s only in foundation phase where you might have 197 
such, you know but as far as I know PLCs are like a cluster of schools that have been 198 
grouped together, to function together. 199 
 200 
Interviewer: Is there anything that you would like to add before we conclude this interview? 201 
 202 
Respondent: One thing, I will like to add, you know I don’t know, it’s just that to me this has 203 
been one of the areas which I think leads to PLCs being weak, you know, the issue of 204 
attendance. You know, I’m probably not sure how the Department can assist in terms of 205 
ensuring that it becomes compulsory for all teachers to be part of the PLC. Because 206 
teachers don’t attend and to me that is a problem on its own because it’s a disadvantage not 207 
just the teachers but the learners in that particular school where teachers are not 208 
participating because they don’t have access to information, because in this PLC we share 209 
very important information that should be taken to schools across, you know. I am feeling 210 
that they are disadvantaging the learners, because the standard of papers that they are 211 
writing at school level, no one moderates those papers, no one is doing a comparison to see 212 
the standard of the paper in comparison to what the PLC is doing. They are stuck on their 213 
own and which is a disadvantage for learners specifically. So, I’m thinking probably the 214 
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Department needs to come up with a system that will ensure that all particular schools within 215 
that particular PLC participates in the PLC and are always present in that PLC. 216 
 217 
Interviewer: do you have any suggestions as to what that system should be? 218 
 219 
Respondent: I think one of them, policy wise. Once you come up with a policy that can be 220 
enforced, people will start to see that this thing, its legal and therefore they don’t have any 221 
option but to ensure that they comply, because since it’s not regulated it becomes difficult , 222 
you know to try and enforce teacher participation in the PLC, because there is no legislative 223 
framework that supports their involvement in the PLC, so hence in thinking that that’s the 224 
reason they don’t see the PLC as being of value to them. 225 
 226 
Interviewer: Yes, yes. Thank you so much for this interview. I really appreciate it. 227 
 228 
Respondent: Alright, thanks. I hope it will assist you in terms of the information you are 229 
looking for in this regard. 230 
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Interview with Educator  P2 E2 1 
 2 
Date: 15 May 2018 3 
Time: 15:30 4 
Location: A classroom 5 
 6 
Interviewer: Thank you so much for agreeing to this interview. I would like to start by asking 7 
you to please describe how this PLC functions. 8 
 9 
Respondent: Mm, our PLC, eh, functions well. We meet each and every term twice or three 10 
times, so ja its going well. 11 
 12 
Interviewer: And what aspects does your PLC deal with? 13 
 14 
Respondent: Problems that teachers encountered when they teaching mathematics, so we 15 
listen to them and analyse those aspects, they come up with the aspects, then we look at 16 
each, discuss it, we share the ideas so that when you go back to your school you know 17 
exactly you have to do. 18 
 19 
Interviewer: How frequently do you meet? 20 
 21 
Respondent: Maybe in a term, we meet two or three times. Ja. 22 
 23 
Interviewer: Okay, and what is your involvement in this PLC. 24 
 25 
Respondent: I am the Deputy Chairperson in the PLC, ja I’m the Deputy Chairperson. 26 
 27 
Interviewer: Now, being a Deputy Chairperson, what does this role entail? 28 
 29 
Respondent: Ja, it’s a big role and when the Chairperson is not around, I take care of 30 
everything in the meeting and when he is around we share the agenda, so that I will be 31 
involved also not only him, so ja we share the agenda, we discuss everything together. 32 
 33 
Interviewer: So, uhm do you apart from uhm the above, do you present at PLC meetings? 34 
 35 
Respondent: Yes, I do. 36 
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 37 
Interviewer:  Okay, how where you chose for this role? 38 
 39 
Respondent: Eh, I was voted, (laughs) I was voted for this position. 40 
 41 
Interviewer: Aside from your role as an executive, what are some of the roles and 42 
responsibilities of people, of the other teachers in the PLC? Are there roles and 43 
responsibilities for them? 44 
 45 
Respondent: Ja, sometimes there are and sometimes not, you know teachers each and 46 
every time they’ve got excuses and everything and as an executive we end up doing 47 
everything on their behalf, most of the time, some they respond positively, ja. 48 
 49 
Interviewer: In what way has your participation in this PLC impacted on you? Has it 50 
changed you, in what way has it changed your practice? 51 
 52 
Respondent: It changed me a lot because listening to other teachers who are more 53 
experienced then I am, ja it changed me a lot and I learn lot of methods of teaching and 54 
maybe if there is an aspect that I am not sure about it, I learn how to attack it and everything, 55 
ja I learn a lot, we learn a lot from each other. 56 
 57 
Interviewer: Content?  58 
 59 
Respondent: Yes, the content. If I am not sure about the content , they share and  when I 60 
go back to my school I know exactly what I must do and if I am not sure , cos sometimes you 61 
learn something, when you go back to your school you find that the information that you 62 
have is not enough, we call each other, we phone each other, we sms each other, we 63 
remind each other then I know exactly what I must do. 64 
 65 
Interviewer:  So, uhm in terms of personal growth and leadership, what opportunities for 66 
leadership are there in your PLC? 67 
 68 
Respondent: There are a lot of opportunities because whatever you learn in the PLC it 69 
makes it easier for you to apply for senior positions in the Department, for example you can 70 
be Head Of Department , you can also even be the subject advisor, in the same subject, so 71 
there are a lot of leadership roles, cos in this role , in this role you must be a person who got 72 
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an idea on what is exactly happening in the Math field, department so you will be able to be 73 
the Head of Department Math, you can be the facilitator in Math, there are a lot of 74 
opportunities, even outside the Department of Educations , you will be able to lead. 75 
 76 
Interviewer: Have you seen personal growth within yourself in terms of leadership capacity? 77 
 78 
Respondent: Yes, yes, I see myself growing, holding better positions, Ja. 79 
 80 
Interviewer: In your opinion, how do you see PLCs as drawing out the potential of teacher 81 
leaders? 82 
 83 
Respondent: Can you say that again. 84 
 85 
Interviewer: Uhm, You know teaching is considered a generally flat career in terms of 86 
progression, no matter the years of experience you have or expertise. In what way can PLCs 87 
allow teachers to become leaders. 88 
 89 
Respondent: Ja it is, it allows teachers to hold better positions as I have just said that eh, in 90 
this field you will be able to be Math expert when it comes to mathematics, cos we are 91 
dealing with mathematics, you can be an expert learning from other teachers, ja there is 92 
room for growth. 93 
 94 
Interviewer: And are teachers using this? 95 
 96 
Respondent: Some are, some they don’t , cos some they have got lot of experience in the 97 
Department of education, so if they apply for senior positions , for example HOD , to them 98 
it’s nothing , cos the salary rate will be the same thing as they are so some they don’t bother 99 
themselves applying, but looking at the responsibility of an HOD , they have to apply for 100 
these positions cos they are capable of being HODS or Deputy Principals or even the 101 
subject advisors cos especially ,after getting this experience, getting involved in the PLCs, ja 102 
cos they now know better about the subject, then before. 103 
 104 
Interviewer: What do you think hinders the functioning of PLCs? 105 
 106 
Respondent: (hesitation) 107 
 108 
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Interviewee: What is challenging it, not allowing it to function, flourish? 109 
 110 
Respondent: It’s the attendance. The attendance, the participation. Some they attend but 111 
they don’t participate, some they don’t attend at all, maybe if we can make something, we 112 
can do something so that teachers, they can attend, maybe teachers they can participate 113 
even if they attended the PLCs coz that’s the main problem, that’s the challenge that we are 114 
facing, the attendance as well as the participation. 115 
 116 
Interviewer: Do you think, now that we have talked about teacher leadership, do you think a 117 
PLC can encourage teacher leadership? 118 
 119 
Respondent: Yes, they can. Cos they, they teach them responsibility, they teach them 120 
accountability, they teach them, they also get those leadership skills, for example I am a PL1 121 
educator but in the PLC, I am in the leadership part of it, now I know the responsibilities, I 122 
know the capabilities, I know the accountability. For example, if the Department wants the 123 
question paper, they will ask me, “where is the question paper”? They won’t ask the other 124 
schools, so being a part of this plays a big role. 125 
 126 
Interviewer: And uh, has being a part of this filtered down into your school? Having been a 127 
part of a PLC? Has there been an improvement in your school? 128 
 129 
Respondent: Ja, there is a big improvement, cos I get the information direct from the 130 
department before other schools, get the information, so I think it plays a role. 131 
(Interruption, person enters the room) 132 
Interviewer: How long have you been a PLC member? 133 
 134 
Respondent: It’s the third year, ja I think it’s the third year this year. Cos, they started too 135 
years ago. 136 
 137 
Interviewer: uhm (nods). Have you seen, or have you heard of any PLCs that run within a 138 
school? 139 
 140 
Respondent: No  141 
 142 
Interviewer: Because, ideally according to policy, PLCs are supposed to be a school- based 143 
thing and then it is supposed to filter out to districts and subject, so I am just checking. 144 
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 145 
Respondent: No, to the school, no. My school NO. Maybe in other schools yes, cos my 146 
school is a very small school, we don’t have many teachers who are for example in the 147 
senior phase, I am the only person who is teaching Mathematics , intermediate phase there 148 
are only two teachers teaching mathematics and other subjects , you will find that there is 149 
one teacher teaching the whole phase in that particular subject, so it’s not easy to form a 150 
PLC group in that case, so in my school no. It’s not working. 151 
 152 
Interviewer: And, uh we are almost done. Is there anything you would like to add before we 153 
conclude? 154 
 155 
Respondent: What I can say is that I just encourage teachers to go for PLCs , it’s the really 156 
a good thing to do , they will get a lot of information by sharing with other teachers from other 157 
schools and even in the district office, they come and help us if there is content we are not 158 
sure about it , we invite them to come and help us , so I think it’s a good thing to attend and 159 
to advise teachers to come and join the PLCs, they will get the information. 160 
 161 
Interviewer: I noticed during my observation, you came up with lots of ideas on how you 162 
could improve and get teachers to be more active in PLCs and adopt teacher leadership? Do 163 
have anything, any strategy in mind? 164 
 165 
Respondent: Maybe if you can make the PLC live, the PLC must live within us cos if for 166 
example , something that makes the PLC doesn’t work most of the time , like they will give 167 
you a subject that you are not sure about it , that we are not happy about it , but if we can 168 
emphasise to Principals and Head of Departments in schools to give a person a subject that 169 
she or he is happy about, I think that they will see the improvement, cos if they give you 170 
mathematics and you don’t like mathematics , you won’t attend the workshop, you won’t 171 
bother even to tell the PLC that you are struggling in this part of it and everything cos you 172 
are not happy about the subject that is given to you, maybe if we can emphasise that 173 
teachers must get the subject that they are happy about, I think that can make a difference. 174 
If you do something that you are happy about, you can go an extra mile. 175 
 176 
Interviewer: Yes, yes 177 
 178 
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Respondent: For example, I like mathematics, more than all the other subjects, so each and 179 
every time I make sure that I learn something out of it so if people, they can do it like that, ja 180 
I think they will be a lot of improvement and they can go far. 181 
 182 
Interviewer: So, you said to me earlier that you will not be a part of this PLC. This will be 183 
your last year. What is your reason? 184 
 185 
Respondent: It’s not my last year, it’s my last day. I left PLC last year as we did not have a 186 
PLC meeting in the first term so , I resigned last year in December, cos they were changes 187 
in the duty load, so they did not give me mathematics in intermediate phase , they gave me 188 
mathematics only in the senior phase, so I am not part of the PLC in the intermediate phase 189 
which I am the Deputy Chairperson , so I won’t hold a position where I am not involved in, so 190 
I think I must give others an opportunity to play a role in it, so I can’t tell them what to do. 191 
 192 
Interviewer: So, you are moving to senior phase Math? 193 
 194 
Respondent: I was in senior phase before. 195 
 196 
Interviewer: Oh, okay. 197 
 198 
Respondent: Because of additional number of teachers, some of my duty load decreased, 199 
so now I am only teaching mathematics in the senior phase, so because of that, I can’t really 200 
hold position in intermediate phase while I am not part of it. 201 
 202 
Interviewer: What about opportunities of participating in PLCs in the senior phase? are 203 
there PLCs in senior phase. 204 
 205 
Respondent: Yes, they are. Unfortunately, I did not attend it due to injury so I don’t know 206 
who got the positions in the senior phase PLC, so if I am invited to attend, like they usually 207 
do, I won’t be part of the executive, I will just be a teacher like all other teachers. 208 
 209 
Interviewer: But, with your experience you will be a teacher leader? 210 
 211 
Respondent: With my experience, yes in mathematics. I have been teaching Math for 25 212 
years. 21 years in a high school and 4 years in a primary school and I’ve been a moderator 213 
in my, in Durban, so for grade 12 uhm teachers I was moderating papers for grade 12 214 
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learners in my cluster so according to my experience in mathematics I will appreciate any 215 
position in mathematics, even in senior phase, if they want me to be part of the executive I 216 
will appreciate that. It’s not that I want the position, but I want to learn. 217 
 218 
Interviewer: yes, yes 219 
 220 
Respondent: I want to learn, cos if it’s about the position, 25 years of  experience means a 221 
lot. I can be anything that I want to be but I want to learn each and every time. 222 
 223 
Interviewer: How do you recommend that other teachers have this attitude? 224 
 225 
Respondent: No we always, talk to them , as I was saying that maybe some of the teachers 226 
in primary school, that’s what I discovered, its unlike high school , I’ve been in a high school 227 
for 21 years, in a high school they put you in the subject that you measured (match?) but in a 228 
primary school they say that if you are in a primary school it  means that you know all other 229 
subjects, that’s what they usually say, that’s what I’ve discovered, so when you come to 230 
primary school, they can give you whatever subject if there is a vacancy in social sciences , 231 
they will say,  “ma’am please help us , teaching social science , you can teach social 232 
science. It’s easy” 233 
Only to find that I am not interested in social science, so it means that I won’t do my work 234 
properly, like I would in in mathematics that I measured with (majored with). I am 235 
comfortable about it, I am confident about it, so ja that’s what kills us. Cos in a primary 236 
school really I discovered that, yoh most of the teachers, you have to go and teach this for 237 
example when I came here they also gave me Social Science, I taught SS for two weeks 238 
and I said, “I can’t! You give me Math, Science or Isizulu, otherwise…”. So, they gave me 239 
Isizulu and Mathematics. That’s the only subject that I know, that’s the only subject that I 240 
majored with, so I can’t do other subjects really, that will be difficult for me, so it means that I 241 
will poisoning all the learners in my school. So, most of the time, in a primary school that’s 242 
what they do. They give you subjects that you don’t understand. They say it is easy, yes is 243 
may be easy, but I am not interested.so in that way it won’t help. 244 
 245 
Interviewer: Anything else you would like to add? 246 
 247 
Respondent: I appreciate the opportunity, hopefully I did my best. 248 
 249 
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Interviewer: thank you very much. I really appreciate this interview and I have learnt a lot 250 
from observing you and your PLC meeting. 251 
 252 
Respondent: Thank you 253 
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Interview with Facilitator  P2 F1 1 
 2 
Date: 14 May 2018 3 
Time: 9:00 am 4 
Location: District Office 5 
 6 
Interviewer: How long have you been a facilitator? 7 
 8 
Respondent: Since August 2014, so it’s going on 8 years, sorry 4 years this year. 9 
 10 
Interviewer: Okay, and what is your involvement as a facilitator in a PLC? 11 
 12 
Respondent: Look, our main role is that we make sure we have executives and train them 13 
and provide support to them that they can run PLCs in their groups. So, we allocate 14 
basically, ten PLC chairpersons and allocate schools to each of them and then from there 15 
they create groups, networks and they run it from there. We assist with things like sending 16 
out memos and requests for participation and we meet with them once a quarter as well to 17 
discuss how things are going, provide training get feedback. 18 
 19 
Interviewer: So, these executives, are teachers? 20 
 21 
Respondent: They are teachers. Yes. All volunteers. 22 
 23 
Interviewer: Oh, okay. So, can you describe, how this PLC functions? 24 
 25 
Respondent:  So, basically once we are done with meeting our executives, we will give 26 
them not really a mandate, but some direction going forward. Ay for example, this year we 27 
want to focus on content training. From there they go within their area, they identify needs in 28 
their area and they let us know what they are going to be focusing on, the dates of their PLC 29 
meetings and from there we draw up a management plan, a PLC management plan for all 30 
the PLCs. They, then call PLCs meetings for their teachers. They call them via WhatsApp 31 
groups, uhm when they can get confirmed dates, we send out memos as well. we try to 32 
avoid that cos a lot of the times something might happen and it’s just easier to change the 33 
dates via an informal channel, then through a memo. Ja, then they meet with their teachers, 34 
they discuss whatever topics, I know some of our PLCs, actually invite outside people to 35 
come and do presentations or they will moderate assessments, or they will set common 36 
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papers, or they will do analysis, item analysis of the previous exam. So, whatever the topic 37 
they have decided for the day, they will run that. And then after that they will send us the 38 
minutes of whatever was discussed. 39 
 40 
Interviewer: So, at that level are you involved? Do you observe? do you go? 41 
 42 
Respondent: When invited, we generally try to go them. But obviously with ten of them, a lot 43 
of them are on the same day, we can’t make it to all of them. We do go to observe, 44 
especially if they don’t mind. We do encourage that they don’t necessarily need us there, 45 
sometimes teachers just need to vent a little bit and its easier if we are not around. (laughs). 46 
Cos they might be venting about us. 47 
 48 
Interviewer joins in the laughter. Door opens and another person enters in the background. 49 
 50 
Interviewer: So, what are the roles that the members have in the PLC? Do they have 51 
specific roles that they play? 52 
 53 
Respondent:  Look, when we first started, the executive itself was made up of a 54 
chairperson, deputy chairperson and a secretary. Generally, the secretary would be keeping 55 
minutes and handle all the logistics, like paperwork and the registers and the chair and the 56 
deputy would coordinate meetings in terms of chairing the meetings, inviting people, putting 57 
together the management plan. That kind of thing. We have since changed it. Uhm a bit just 58 
to make it more, uhm, run a bit smoother, where instead of having a chair and a vice chair 59 
and secretary, just have three executive members and between the three of them rotate 60 
positions, maybe in one meeting one can chair, one can scribe. The scribe can be any other 61 
teacher as well, for example. Just to lessen the burden on teachers, cos it is quite a big 62 
responsibility for one teacher to be chairperson all the time besides their normal school work. 63 
So, the idea is that you have three executive members and between the three of them, they 64 
sort of run it so, maybe in the first term person A will run. Person B in the second term, 65 
something like that. So, we don’t have clearly defined roles anymore, but what they do is 66 
meeting by meeting they will assign those positions. 67 
 68 
Interviewer: And the teachers that form part of the PLCs, do they do any leadership roles or 69 
is it just participation? 70 
 71 
145 
 
Respondent:  They are participants, but what happens for example in in Mr X PLC, I don’t 72 
know, I probably shouldn’t mention names . 73 
 74 
Interviewer: Uh, I’ll just blank it out. 75 
 76 
Respondent: Alright, the one PLC, they actually within their PLC, they form an assessment 77 
committee, where they have three or four people assigned for setting assessments for their 78 
PLC. 79 
 80 
Interviewer: Okay 81 
 82 
Respondent: So, that’s one type of committee they have, other PLCs might have for 83 
example people volunteering to run with specification for Olympiads, so whatever sort of 84 
leadership positions assigned is all on a voluntary basis. Needs dependent. If your PLC is 85 
just doing content discussions then. There isn’t necessarily a need for any other leadership 86 
roles unless some people may want to share their ideas, cos it’s also a case of presentation, 87 
it’s the sharing of practice. So, wherever you are stronger that’s we’re you going to take a 88 
leadership role, in terms of sharing your practices. 89 
 90 
Interviewer: In your opinion, do you see any opportunities for teacher leadership? 91 
 92 
Respondent: Within the PLCs? Yes! Definitely. Are you talking about besides the current 93 
executives? 94 
 95 
Interviewer: Yes, the member of the PLCs. 96 
 97 
Respondent: Well look, the way we see our members, our executives are members of 98 
those PLCs as well and look their opportunities have grown a lot since we’ve started with 99 
this. To give you an idea one of our PLC Chairpersons has been appointed as a principal, 100 
another one has been appointed as a deputy principal. In the last round of vacancies, three 101 
of our executives are shortlisted for deputy posts, we still waiting for those results, so it does 102 
sort of make them step up in terms of leadership and it counts a lot in their favour in terms of 103 
showing off their leadership. for people who aren’t part of the executive, they are leaders in 104 
some way, because they are representing their schools. You don’t necessarily have all four 105 
teachers from a certain school attending that areas PLC. You might have their school 106 
representative and the idea is once that representative has been to that PLC, they will go 107 
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back to their school and lead a PLC, within their school, based on whatever it is that they 108 
learnt there. The idea is to keep bolstering professional conversations. 109 
 110 
Interviewer: Yes, yes 111 
 112 
Respondent: Uhm, so you’ll find that the people that are actively involved in the PLCs as 113 
executives or as just participants, uhm because they are doing this on a voluntary basis, it 114 
means that they are taking up leadership positions in terms of starting conversations and 115 
leading those conversations, in their school as well. 116 
 117 
Interviewer: So, uhm, how would you like to see eh, this PLC evolve? 118 
 119 
Respondent: Look, at this stage it is still quite structured, it’s still quite driven by our side, 120 
where we are constantly checking on the executives, reminding them, meeting them and 121 
they go on and after that its only happening at those ten PLCs. Now that is largely due to the 122 
way that Head Office wants the reporting done. They need some sort of structure for the 123 
reporting because they need to give feedback , or they need to give upward reporting on 124 
what’s happening in PLCs because it is a national mandate. The way PLCs were actually 125 
envisaged, is they shouldn’t be like that, they are supposed to be, first of all within a school, 126 
that should be the starting point and uhm you know PLCs going within a subject, across 127 
subjects, across different areas, uhm and then from their evolving from within the school to 128 
three neighboring schools in an area and then not necessarily discussing content it could 129 
just be general concerns in that specific area and then growing from there. So, we are doing 130 
it sort of the other way around based mainly on the reporting needs, uhm we did want to 131 
change it over but once again we were told to keep on with what you doing now because 132 
they are able to get some feedback. 133 
 134 
Interviewer: In terms of reporting, uhm the PLC, how does that work?  135 
 136 
Respondent: So, once again, starting from the Chairperson we get feedback from them and 137 
draw up a management plan and we send that in. we also need to report on exactly who the 138 
executives are or who the PLC leaders are. which is also not technically how it is supposed 139 
to be, there shouldn’t be a leader of a certain PLC, the leader is whoever decides to run that 140 
specific meeting. But once again for structuring purposes ….. but annually we need to send 141 
the names of all our PLCs chairpersons, uhm they sometimes want the deputies and 142 
secretaries as well and then the names of all the teachers that belong to that certain PLC, 143 
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uhm contact numbers, email addresses, schools and so on. So that, we send in annually. 144 
From there, every term, well actually every month we need to report on how many PLCs 145 
have taken place and what sort of things were discussed there, which actually if they were 146 
run the way they were meant to be run, it would be impossible to do because they should be 147 
too many to really report on. I mean they should be PLCs happening everywhere, all the 148 
time. 149 
 150 
Interviewer: How often to PLCs happen now. 151 
 152 
Respondent: Okay, in our district, we have Subject X intermediate phase, the way we run it, 153 
is we ask our PLCs to run two PLCs a term. One of them is generally an activity that we 154 
have given them and the other is an activity that they decide on themselves. So, in term one 155 
our PLCs link up with us for cluster meetings, so we work with them for the cluster meetings 156 
and they count that one of their PLCs and the second activity is the one they call themselves 157 
for training, or whatever it may be. In term two, we have our Olympiad, so all the PLCs will 158 
be running the Olympiad on the 29 May and they also their own meetings where most of 159 
them are doing problem solving strategies where they prepare learners for Olympiads and 160 
then there is other topics as well. Term three, again we will have a PLG which is a cluster 161 
meeting, where we link up with the PLCs and they will do something of their own. We do that 162 
way because we try to, we need to have at least two PLCs per term and we don’t want to put 163 
too much burden on those executives, because technically the way we are doing it now, they 164 
are just sort of running cluster meetings. 165 
 166 
Interviewer: While I was perusing through the documents, I came across a monitoring tool, 167 
a PLC monitoring tool. Are you aware of any PLC monitoring tool? 168 
 169 
Respondent: No, we haven’t used those. 170 
 171 
Interviewer: and no one has come in to monitor those PLCs? 172 
 173 
Respondent: No 174 
 175 
Interviewer: So, the policy state that PLCs should provide only initial support and after initial 176 
support it is supposed to a, teacher, the domain of teachers. Uhm, what measures do you 177 
have in place for it become more teacher led? 178 
 179 
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Respondent: Look, what we are trying our best to do after we have our sort of executive 180 
meetings we take a back step and from there its more about them communicating things to 181 
us then us communicating things to them. Even our executive meetings themselves are 182 
more about touching base at the moment then sort of giving them directives so if you had to 183 
look at our PLC management plan at this stage. Its generated only by the executives. They 184 
tell us what their plans. So we no longer ask them to do an analysis of an assessment and in 185 
terms of their own activities that they run. That is what we are trying to do and we want to 186 
step out as far as possible. Look, I think the executive meetings and touching base with 187 
them will be necessary until it sort of expands it’s just that unfortunately the climate in 188 
teaching is still at the stage where people do what is mandatory. 189 
 190 
Interviewer: Yes 191 
 192 
Respondent: So, if we had to take a step back right now, the chances are PLCS will fizzle 193 
out. So it needs to become more of a ,we encouraging our PLC chairpersons at this stage 194 
also to get their teachers to be running their own PLC at school and between schools. At our 195 
own trainings as well, that we do have our cluster meetings, we do advocacy of PLCs both 196 
ways , we do it with the ones that are currently running and also encouraging teachers to 197 
meet as groups and we also tell that whatever conversations they have at school, they can 198 
minute those conversations, even if wasn’t technically a PLC meeting , minute whatever was 199 
discussed, even if you just discussing a certain child who is struggling with a concept. Minute 200 
that. Send those minutes in, we will say its recognition as well. Then we have the evidence 201 
that its taking place and it will count. 202 
 203 
Interviewer: are teachers aware that it will count towards their CPDT points. 204 
 205 
Respondent: Yes, they are. we make them aware of it all the time. Even at the PLC we 206 
always attach the SACE register as well, they realise what that’s about. At this stage CPTD 207 
isn’t really being monitored very carefully, if I can put it that way, uhm I don’t think anybody 208 
would really lose their SACE registration at this stage and I think until that becomes a reality, 209 
I don’t think people will really take it seriously. It’s not like other professions where you will 210 
lose your accreditation if you don’t have those points. 211 
 212 
Interviewer: Uhm , Professional learning communities are generally geared towards 213 
enhancing the professionalism of teachers. I want to know, in your opinion what are your 214 
views of PLCs as a strategy for teacher leadership? 215 
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 216 
Respondent: Teacher leadership. Uhm, Look I think whenever there is a professional 217 
discussion taking place between teachers, teachers have to bring their own knowledge, you 218 
know they have to have their input their as well, they are discussing something.  You know, 219 
you bringing experience from wherever you coming from and in terms of leadership you are 220 
having to take a bit of a step forward, you are having to lead, for example in this area, this is 221 
what I know about and this is how I can assist here. As far as I can see it, the main role in 222 
terms of leadership would be initiating these things, because you will have an HOD for 223 
example who will call the meeting. That should be a sign of leadership. The others attending, 224 
you know unless they take an active role in it, you know maybe bring some research, 225 
something like that, that’s where the leadership will come in. I mean if I take, other 226 
professions for example, I mention other professions because my wife is a professional 227 
occupational therapist and they have as a standard, professional learning as an activity 228 
every month where it rotates in terms of who is doing presentations and that’s a sign of 229 
leadership, that is where the leadership comes from. 230 
 231 
Interviewer: Uhm exactly. 232 
 233 
Respondent: But once again, we are turning into a structure if we say next week, you must 234 
present. 235 
 236 
Interviewer: Ja, supposed to come from within. 237 
 238 
Respondent: Look they will always be some form of structure necessary in order for any 239 
strategy, any program to run. I don’t think people by nature will say, we got an afternoon 240 
free, let’s sit and do something. Especially not teachers (laughs). 241 
 242 
Interviewer: (joins in laughter). Okay, last one. Can you provide some recommendations for 243 
promoting teacher leadership in PLCs. 244 
 245 
Respondent: Well basically, it’s just what we have discussed now, in terms of to have a 246 
plan for the year and to say everybody, every second wed there will be a meeting for PLCs . 247 
This is a roster in terms of (coughs) presentation, if everybody can, you ask all the teachers 248 
to submit an area that they feel they competent in and take that and you can draw up a 249 
roster. otherwise, the other thing is, there are technically PLCs that are happening all the 250 
time. They just don’t call it that. Whenever there is a professional discussion, there is a PLC 251 
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taking place. So leadership there would be somebody saying “okay, hold on guys let me put 252 
this down on paper and we will submit this as a PLC”, so basically just taking a bit of 253 
leadership in that way. uhm, but I think ja, basically structurising, is that a word (laughs) but 254 
formalizing it to a degree where people are assigned roles and then it’s up to them to try to 255 
maximise that responsibility that they have been given. 256 
 257 
Interviewer: Thank you 258 
 259 
Respondent:  I hope that was helpful 260 
 261 
Interviewer: very helpful! 262 
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Interview with Educator  P3 E1 1 
 2 
Interviewer: Thank you so much for agreeing to this interview. I really appreciate your time. 3 
Please describe in general how this PLC functions? 4 
 5 
Respondent: Okay, the PLC, uh, what happens is that the district is divided into different 6 
clusters, but the different PLCs functions in the way that there is a cluster leader like myself 7 
and then the cluster leader, he is the one that has to coordinate all the meetings of the 8 
different schools, so like myself, I am the cluster leader for *Subject A, so what I do is, I 9 
actually convene meetings and what we do is one of the meetings we were we  discuss 10 
moderation, how we will deal with it, another portion of the meeting is , now we discuss 11 
question papers, the setting of the papers, uh, the level of the question papers, the standard 12 
of the papers. And also, if people are finding difficulty with regards to content level, what we 13 
do is that we discuss it among ourselves also. Its more, the PLC is more where we get clarity 14 
with regards to now content base also, and also when it comes to the setting of the question 15 
papers, we actually task certain teachers, now it’s a form of developing them also on how to 16 
set questions. 17 
 18 
Interviewer: mmm 19 
 20 
Respondent: So, if they struggling most of them normally come back to myself and then I 21 
am the one that just guides them, because we need to develop the future generation, 22 
because if they are not developed we will not have strong leaders in the near future. 23 
 24 
Interviewer: So, how often do you meet, sir? 25 
 26 
Respondent: we meet twice a term. 27 
 28 
Interviewer: okay 29 
 30 
Respondent: So we meet twice a term and then when we meet, then now the first one is 31 
normally, just like an update of our previous meeting and then we would actually discuss 32 
moderation dates, question paper dates, but the question paper meetings are normally twice 33 
a year, but we meet twice a term to discuss moderation and content. So that’s basically our 34 
main aim for the cluster meetings. 35 
 36 
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Interviewer: You said you were the leader of the uh, PLC, uh… 37 
 38 
Respondent: PLC, yes 39 
 40 
Interviewer: What are some of the roles and responsibilities of people who make up the 41 
PLC? 42 
 43 
Respondent: Alright, like we’ve got people that’s teacher moderators 44 
 45 
Interviewer: yes 46 
 47 
Respondent: What happens is that they would be asked not to become a moderator, now to 48 
moderate the different school’s SBA’s, you know the standard based assessment and then 49 
they will moderate those tasks and we will also ask people to set up question papers, also. 50 
So now what we do is at the PLC level we try to get the teacher involved in a leadership role, 51 
maybe the teacher is not a leader at school, but here he has got an opportunity to set a 52 
question paper for the cluster, so it means it develops a person’s self-esteem at the same 53 
time. 54 
 55 
Interviewer: Yes 56 
 57 
Respondent: Yes, at the same time. 58 
 59 
Interviewer: In what way has your participation in this PLC impacted on your professional 60 
practice? 61 
 62 
Respondent: Look, it actually widened my horizon with regards to the subject, it actually 63 
helped me, you know in the sense to understand that people are on different levels, we all 64 
don’t think the same. We’ve got different perceptions towards different things. It also, you 65 
know, enhanced myself, you know, to pick up my level, my work ethic, to take from a level 2 66 
to a level 3, so I’m constantly on my toes because I know what is expected. If was not 67 
involved with this, ten I wouldn’t have known what is expected, so by now saying that, if I 68 
meet with my teachers at my school, then the standard is very high and then they would 69 
normally complain to me and say, “but sir, the other schools are not doing it like this”. It’s 70 
because they were not exposed to what I know already. 71 
 72 
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Interviewer: Yes 73 
 74 
Respondent: So normally, what I do is that I pick up the standard and we keep the bar 75 
there. 76 
 77 
Interviewer: Interesting, because my next question is about the relationship between your 78 
participation in the school and its impact, your participation in the PLC, sorry and its impact 79 
on the school. Would you like to add anything? 80 
 81 
Respondent: Yes, basically it’s what is said now because of my participation there, the 82 
standard is very high, that I set at school. 83 
 84 
Interviewer: Uh, huh 85 
 86 
Respondent: Because, uh, we need to do things according to the guidelines given to us 87 
because normally what happens is that teachers just do what they feel like doing, because 88 
they don’t have the knowledge, they don’t have the insight. But once you are exposed to the 89 
knowledge and the insight and then it makes a you a different person. 90 
 91 
Interviewer: What opportunities for leadership are there in your PLC. 92 
 93 
Respondent: Okay, like I said earlier, uh, by moderating. 94 
 95 
Interviewer: yes, yes 96 
 97 
Respondent: You could become a district moderator, you could become a provincial 98 
moderator, also, that is with regards to moderation. Setting up of the question papers, it 99 
actually enhances you now, to become a marker now for the Matrics, now for the grade 12’s, 100 
end of the year. So by setting that now and you apply to become a marker, it shows that you 101 
have got the knowledge and experience on how to mark the questions. 102 
 103 
Interviewer: In your opinion, how do you see PLCs as drawing out the potential of a teacher 104 
leader. 105 
 106 
Respondent: Okay, uh, mm, okay (laughs) what is can basically do is it can actually it can 107 
actually just you know enhance your insight, you know your knowledge, your understanding 108 
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on how to do certain things because what happens is the current breed of teachers they 109 
come from university, they get into the school system, but they have no understanding, 110 
about what’s happening here , uh what they do is that they would normally come and they 111 
would present nicely, but when the learners are being assessed you find out that this child 112 
has no insight how to answer certain questions. Now, that, you as a teacher that you gain by 113 
experience because now you need to know that the learner needs to have content, after 114 
having content, then the learner now needs to have activities, now what does activities do, 115 
the activities enhances the learners ability to answer questions properly, because questions 116 
are being posed differently, so if the learner does not know how to answer questions 117 
properly, it will be difficult, so, the current breed of teachers don’t know that technique, but if 118 
you are at PLC level and then the PLC level will teach you that the focus is more activity 119 
based. Content is important but it needs to be 20% content and 80% activity because the 120 
child needs to practice and practice, it’s like Math, if you don’t practice Math, now you will 121 
never get it, the same with other subjects, you need to practice constantly in order so that 122 
you can be familiar with how to answer the questions, so the technique is important, here, 123 
and that is what we develop at PLC level, we develop the technique of the teacher. 124 
 125 
Interviewer: Mm. What factors would you say hinder teacher leadership in PLCs. 126 
 127 
Respondent: Uh, it’s basically the lazy teachers, uh, the ones that don’t want to participate, 128 
uh, the ones that does not bring their part , you know to the PLC group. The ones that do not 129 
attend and at the end of the day, those are the teachers wants, that demand stuff from you 130 
but they don’t want to participate. That’s an issue that’s is hindering, now the whole process, 131 
Ja. 132 
 133 
Interviewer: How can, uh, teacher leadership be improved in your PLC. Do you have any 134 
recommendations and strategies? 135 
 136 
Respondent: Okay, what can be (makes a sound) what can help here is that I think that the 137 
Department must make it mandatory, that all schools must be part of the PLC because 138 
currently most of the schools are not (laughs) participating, because they not part of the PLC 139 
because of certain restrictions. If the Department can make it Law and say that all schools 140 
need to be part of PLC level, it will enhance the teacher’s insight, the performance in the 141 
classroom, how they mark, the grade 12 results, it will change a lot of things. 142 
 143 
Interviewer: Can you elaborate on some restrictions? 144 
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 145 
Respondent: Restrictions based upon the former model c schools 146 
 147 
Interviewer: Mm. 148 
 149 
Respondent: They feel that they don’t need to be part of the PLC because when it comes to 150 
question paper setting, they feel like they need to set their own question papers and the 151 
Department allows that, you see. But now, if the Department says everyone must be part of 152 
the PLC, moderation must be done through the PLC, all the setting of the question papers 153 
must be done through the PLC, it will actually create a standard and it will assist all the 154 
schools in different spheres, so I think that’s the loophole that we sitting with here, allowing 155 
the former model c schools to do what they want. 156 
 157 
Interviewer: Is there anything you would like to add before we conclude. 158 
 159 
Respondent: Uh, (laughs) if they could actually, you know like compensate the people 160 
working at PLC level it would be good. I think maybe that’s what the people are maybe 161 
looking for, you know, like compensation. You see, like myself, I’m doing it for myself, but I 162 
think the other people are looking at compensation, monetary wise. 163 
 164 
Interviewer: Yes, yes 165 
 166 
Respondent: so, if they can be compensated in that way, there will be more participation 167 
from the former model c schools because those people get re-numerated for extra school 168 
activities, so it means now, instead of coming to a PLC meeting, now they need to go an 169 
extra mural activity where they will get money so if they now, oh I’m getting money, if I go the 170 
PLC meeting maybe it might change a bit. 171 
 172 
Interviewer: yes. 173 
 174 
Respondent: Ja, so I think money is the issue. 175 
 176 
Interviewer: yes, thank you. 177 
 178 
Respondent: Agh, thanks a lot for your time. 179 
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Interview with Educator  P3 E2 1 
Date: 16 May 2018 2 
Time: 10:30 am 3 
Location: A Classroom 4 
 5 
Interviewer: Thank you for agreeing to this interview. I really appreciate it. Uhm, can you 6 
describe in general how your PLC functions. 7 
 8 
Respondent: We have meetings maybe once a month and uh well we go to different 9 
schools, most of the time, now days we are going to School A where *Mr Smith, is our PLC 10 
leader. Not all schools attend, often we just four or five teachers there, sometimes you get 11 
more teachers and uh we discuss methods of teaching sometimes, but it’s mainly for the 12 
setting of papers. That’s basically the reason that we get together more often than not. 13 
 14 
Interviewer: So, in terms of frequency, how often do you meet? 15 
 16 
Respondent: Uh, I would say maybe once or twice a term. 17 
 18 
Interviewer: And what is your involvement in the PLC? 19 
 20 
Respondent: Uh, well, we have to attend and then whilst we there we have discussions, 21 
participation in setting of papers, talking about the kind of questions we are going to put in, 22 
also we have, not so much PLC meetings but with *Mr Woods (the facilitator) we have 23 
subject meetings. That’s different and those we attend very often but PLCs maybe two and 24 
like I said not everybody comes to a PLC meeting, so basically, it’s the same people that all 25 
the time keep on setting papers and that. 26 
 27 
Interviewer: And are there any roles or responsibilities in your PLC? 28 
 29 
Respondent: No. Just our PLC leader is there, he conducts the meeting and we don’t really 30 
have structure, everybody contributes, or whoever wants to contribute, contributes. 31 
 32 
Interviewer: Okay, in what way uh, has your participation in this PLC impacted on your 33 
professional practice? 34 
 35 
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Respondent: Uh, it’s good to get together with other teachers because sometimes you learn 36 
their styles, maybe some things are not too clear or maybe another way of teaching that, so 37 
it is beneficial, so we get together and have discussions but like I told you, if it’s in the first 38 
term, it’s for the first term exams, so basically for exam purposes and that. 39 
 40 
Interviewer: And what opportunities are there for leadership are there in your PLC?  41 
 42 
Respondent: I guess there is no hierarchy, we just have…..you could apply to be or want to 43 
be a PLC leader, there is nothing that, no qualifications that you must have for being a PLC 44 
leader, but basically there is nothing there. 45 
 46 
Interviewer: So, during PLCs are teachers asked like, maybe to demonstrate content 47 
knowledge or present. 48 
 49 
Respondent: No. 50 
 51 
Interviewer: Uhm, in your opinion, honestly, do you see PLCs as drawing out the potential 52 
of teacher leaders? 53 
 54 
Respondent: The way it is now, actually, when you have to go to these PLC meetings 55 
(sigh), well it’s in the afternoons and we get home very late and we say “agh, another 56 
meeting to go to so it’s not always that we look forward to go these meetings. Okay, exam 57 
time, instead of me setting the entire paper, that’s good because we set the papers together, 58 
but like I said there is hardly anybody there, there is maybe four or five people, but at our 59 
meeting, the district x one, maybe the others have more people attending. 60 
 61 
Interviewer: What do you think hinders teacher leadership in PLCs? 62 
 63 
Respondent: Mm, well, I don’t think anything hinders leadership, but people don’t want to 64 
come after school, people don’t want to attend the meetings so much, you know. Like I said, 65 
even if I could not go to a meeting, that would be perfect for me, so I think we have a very 66 
heavy timetable, we have a very long day and if we have to go to a PLC meeting, I’m 67 
thinking of all the marking that’s going to be, that I still have to do extra, so I think it’s just too 68 
long days, very, very long days for us and for example for me, I have very big numbers, I 69 
have like 50 per class and I have 3 classes in grade 10 and 3 in grade 11 so the numbers 70 
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are too big. So, when we go there, it’s just, we basically, sit down for a few minutes. 71 
Honestly, sometimes it’s a waste of time. 72 
 73 
Interviewer: You mentioned, earlier, subject meetings, what is the difference between a 74 
subject meeting and a PLC meeting? 75 
 76 
Respondent: Subject meetings are with *Mr Woods, the facilitator. They call up a meeting 77 
and they talk about, in our case it’s the whole history department, and what we going to do, 78 
what the requirements are and what they actually want us to do and especially after the 79 
exams, the moderation, how did it go, compare schools and things like that. That is where 80 
*Mr Woods, the facilitator takes over.  81 
PLCs are on a sort of like teacher level, so teachers from all around our area, will go to those 82 
meetings. 83 
 84 
Interviewer: And is there a formal agenda? 85 
 86 
Respondent: Yes, there is an agenda and when we get there we get to know the agenda 87 
unless our PLC leader, today we are going to be discussing this here. It’s nothing formal, 88 
you know we go there, we sit together, whatever the man is going to be telling us and then 89 
we go. 90 
 91 
Interviewer: Do you think of anything that could improve the PLC, can you recommend 92 
anything to improve the PLC in terms of teacher leadership. 93 
 94 
Respondent: Ja, maybe if they demonstrate better methods, you know not everybody 95 
teaches the same way, for example, I talk a lot. I’m the old fashioned teacher, I don’t just 96 
give activities, I have to  first explain and it can take me an entire period or three quarter of a 97 
period to explain, maybe people have different ideas, different ways of teaching, you know 98 
where people come and talk, but then again if you looking at those PLC meetings are going 99 
to go on for a longer period and again longer time and the PLCs are normally, they not too 100 
far, they used to have it in area x and not it’s at school y. But still, I am a parent and I must 101 
still come home… I think basically its time and suggestion is that maybe people who have 102 
different ways of doing things or different ideas, maybe they could put it forward, 103 
presentations or something and put it forward to the other teachers, because at the moment, 104 
sometimes we there five of us at the PLC meeting that’s it. And uh, are you aware of any 105 
PLCs at school level? 106 
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 107 
Interviewer: And, uhm are you aware of any PLCs at school level? Within a school? 108 
 109 
Respondent: you mean in a school? No. each one of us here does our own thing. We have 110 
a PLC and we have our paper set, other departments don’t have PLCs, well I’m not sure of 111 
all of them, but from what we talk in the staffroom, the English people don’t have PLCs, 112 
Afrikaans don’t have PLCs, so it basically us. Math and that go for meetings but I don’t think 113 
its PLCs. They have meetings every now and again, but we are the ones that go and 114 
basically ours is for getting exams and that organized. 115 
 116 
Interviewer: Uh huh, is there anything you would like to add before we conclude? 117 
 118 
Respondent: Uh, PLCs like I said, would work, if and also when we have PLC meetings we 119 
have to leave school earlier because the PLC meetings sometimes start at 14:00 or 14:30, 120 
because our PLC it goes to 15:30 to around 16:00 between there, so every time I go for a 121 
PLC meeting I am always missing my last periods so sometimes it affects me, because you 122 
doing work with other classes and then that particular class, its always those last periods 123 
that we miss with the same class. Like I said I complained about the time. 124 
 125 
Interviewee: Yes, yes 126 
 127 
Respondent: But if we didn’t leave earlier, then the meeting would have started only at 128 
15:00 and finish much later. So basically, I think its just time constraints that bother me. 129 
 130 
Interviewer: Thank you very much 131 
 132 
Respondent: You welcome. I hope you … because ja its helpful also but at the same time 133 
you find when you want to get things done, people are not there so that doesn’t really help. 134 
 135 
Interviewer: Thank you. 136 
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Interview with facilitator  P3 F1 1 
 2 
Interviewer: Hello sir.  I am so glad that you are able to avail yourself for this interview, 3 
whatever we say during this interview in confidential and anonymous and you are free to 4 
remove yourself from the interview at any point, if you uncomfortable. 5 
 6 
Respondent: Okay, sure (laughs). 7 
 8 
Interviewer: I would like to start off with, what is your involvement as a facilitator in your 9 
PLC? 10 
 11 
Respondent: My involvement is that I should just set up the very first initial meeting and 12 
once the meeting is set up, give them guidance on how a PLC should work. 13 
 14 
Interruption: (knock on door and a request to borrow a charger) and directions given by the 15 
interviewee as to where the charger could be found. 16 
 17 
Respondent: (Repeats) it’s just to set up the meeting and give them guidance on what a 18 
PLC is all about and once its set up attend a first meeting with them, give guidance and then 19 
I observe from there. 20 
  21 
Interviewer: okay 22 
 23 
Respondent: that’s basically, what my function should be. 24 
 25 
Interviewer: And, uh, how would you describe the functioning of the PLC at the moment? 26 
 27 
Respondent: At the moment, they are still in their crawling stages. Right we set it up last 28 
year, you know we had PLCs before but it was called cluster meetings, 29 
 and cluster meetings that was very active but then that was dissolved, now they coming 30 
back with clusters , now they are giving it a new name , Professional Learning Communities. 31 
In schools, they are struggling because the attendance is not that well. 32 
 33 
Interviewer: Because it’s voluntary? 34 
 35 
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Respondent: Yes, because its voluntary and obviously its after school, attendance is after 36 
school, so you know unions said that you cannot use school time or contact time to have 37 
these types of meetings but because they are setting up their own question papers you will 38 
find that attendance, dwindles sometimes but they are growing and they are growing 39 
stronger. 40 
 41 
Interviewer: And what roles do the members play, do they have specific roles, your 42 
teachers, in your PLC? 43 
 44 
Respondent: Not really, what they will do is we will appoint a PLC leader that will convene 45 
and facilitate meetings. 46 
 47 
Interviewer: Okay 48 
 49 
Respondent: There is no treasurer or secretary or something because there is no money 50 
involved, or something like that. 51 
 52 
Interviewer: yes, yes. But do your teachers within the PLC ever volunteer to present, 53 
participate, you know, take on some sort of leadership role. 54 
 55 
Respondent: Ja, you see what they’ve done is they will elect someone to act as 56 
Chairperson and that Chairperson will obviously convene meetings, call meetings. Teachers 57 
are free to participate, there is no like structure that will say that you will be a chairperson for 58 
so and so time.  What they normally will do, is that they will participate in discussions  and 59 
the Chairperson is given a little bit of authority so he will now delegate , which for example, 60 
for the setting of the question papers, he will say that this school or this teacher will set this 61 
question etc, ect, etc and  obviously if they are not comfortable, they can say okay I am not 62 
comfortable with this one can I do that one, blah , blah , blah. So they are quite flexible, not 63 
only as far as setting up question papers are concerned or tasks, but also school based 64 
moderation. 65 
 66 
Interviewer: yes,yes. 67 
 68 
Respondent: So when it comes to school based moderation, they will call the meeting but 69 
remember as a facilitator will give the guidance as to what needs to be moderated and by 70 
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when should it be moderated because from school based moderation it becomes district 71 
moderation, so that is basically their function. 72 
 73 
Interviewer: Okay, uhm, how would you like to see this PLC develop,  or evolve in the way it 74 
functions. 75 
 76 
Respondent: I would like to see them meeting regularly, for now they are meeting like once 77 
a term for example and they will only meet when they know that something should be 78 
submitted or it is exam time we need to set up question papers. I wouldn’t like them to meet 79 
just for that I would like them to meet and develop each other. 80 
 81 
Interviewer: uhm 82 
 83 
Respondent: You understand? Organize like say for example twinning of schools, sharing 84 
of skills, if one school or teacher for example struggles or is challenged in delivering a 85 
certain topic, I would like them to come to PLC level, mediate that topic and maybe after 86 
school, one teacher may say I will come to your class, to your school and deliver that lesson 87 
for you. Not only that, intervention, you know of struggling learners , or progressed learners I 88 
would like them to sit down in a PLC , convene such a meeting, get those learners  at a 89 
certain venue and intervene. Teach topics that learners are struggling with, teach skills that 90 
can help learners pass, maybe take a learner from a level 2 to a level 3 or from level 5 to a 91 
level 7. Those type of things. Not only for setting papers but really sit down and develop 92 
each other as far as skills are concerned as well. 93 
 94 
Interviewer: So facilitators have been tasked to provide initial support and after initial 95 
support  ehh ,is provided, ehh, how do you recommend that they become the domain of 96 
teachers? 97 
 98 
Respondent: well, we, like I said we (hesitation)kick it off 99 
 100 
Interviewer: How do you encourage them to start leading? 101 
 102 
Respondent: With my PLC , it was really, I did’nt have to do much . They saw the need and 103 
they saw the opportunity and they really took off with it when I convened the first PLC I said 104 
to them “listen guys, this is going to become our new way of operating”. Now luckily for 105 
History we did have it in the past and our cluster meetings was very functional and some of 106 
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the teachers that are in the PLC they were part of that clusters, so for them I just said it was 107 
all clusters will be moving in. Really, they took off themselves. Just one PLC, where we have 108 
got a very young guy that is actually taking the lead, he needs a lot of encouragement. For 109 
him PLC are like an extra burden but I said to him, “this is developmental, if you want to 110 
move then this is your platform for development, moving in , becoming senior marker, 111 
whatever. This is an opportunity for you really to grow”. That is not only for leadership but 112 
also for skills, because now you can learn from teachers that are long in the field, veterans, 113 
you understand, they can help develop. The older teachers, they don’t want to take 114 
leadership anymore. They feel they are reaching retirement and they want the younger guys 115 
to take over  116 
 117 
Interviewer: uhm,  118 
 119 
Respondent: They will just be the advisory board, but they also don’t attend sometime. 120 
They also feel agh. 121 
 122 
Interviewer: Attendance, how would you describe it? 123 
 124 
Respondent: Attendance is about, average. We will not have a PLC meeting for example 125 
where two teachers will pitch. 126 
 127 
Interviewer:  Okay, okay 128 
 129 
Respondent: They are on a WhatsApp group , we organize WhatsApp groups .The PLC 130 
leader will send out a message to say guys we will meet at such and such a date and if 131 
others will not make it they will say, listen here I am not available, they may then reschedule 132 
until everybody is available. 133 
 134 
Interviewer:  okay, okay 135 
 136 
Respondent: But they do meet, not regularly like I wanted them to meet but remember, I 137 
can’t force a PLC meeting. 138 
 139 
Interviewer:  yes, yes. Its voluntary. In your opinion what are your views regarding PLCs as 140 
a strategy for teacher leadership. 141 
 142 
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Respondent: Very great! Very good. As I said not only will it develop them as far as their 143 
skills are concerned but will also show them direction. It will give them working community, 144 
supporting each other, so for me this is a great idea. A great initiative, but the teachers 145 
should really take on the initiative, listen here, let us roll with this thing, let us push it and not 146 
be reminded by facilitators or forced. But we don’t really forced them, so for me this is a 147 
great opportunity for them. it’s a great way for them to move forward in developing and 148 
enhancing their skills, in support you understand?  149 
 150 
Interviewer:  One of the things I am curious about, is that the policy says that PLCs should 151 
actually be more feasible at school level, you know PLCs should be prominent in schools, 152 
yes as well as in subject clusters and districts. Have you come across any PLCs in schools? 153 
Schools with strong PLCs? 154 
 155 
Respondent: Not really 156 
 157 
Interviewer:  Okay, do you have any monitoring tool? 158 
 159 
Respondent: There is no monitoring tool per say, that the History PLCs use. But what they 160 
do have for example, they have attendance registers. To see who attends PLCs and they do 161 
not really take minutes but the chairperson will give me a brief report back on what 162 
transpired in their meetings. You understand? 163 
 164 
Interviewer: Okay 165 
 166 
Respondent: For me, as proof that my PLCs are functional. I will get attendance registers . 167 
 168 
Interviewer:  okay, okay. And that’s it sir. 169 
 170 
Respondent: we done? 171 
 172 
Interviewer: Thank you so much for time.  173 
 174 
Respondent: Not a problem 175 
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Interview with Educator  P4 E1 1 
Date: 1 June 2018 2 
Time: 12:00 pm 3 
Location: A classroom 4 
 5 
Interviewer: Thank you so much for agreeing to this interview, sir. I really appreciate it.  6 
Respondent: you welcome. 7 
Interviewer: Please describe in general how your PLC functions? 8 
Respondent: the one that I’m currently involved in ma’am deals with teacher development. 9 
We identified some loopholes in as far as content is concerned, that is for Grade 8 and 9, of 10 
course it escalates to F.E.T as well, but at the moment we are concentrating on Grade 8 and 11 
9. Now, we discovered a lot of loopholes there, wherein some teachers will deliberately skip 12 
topics and when we enquired we discovered that they don’t have enough knowledge in as 13 
far as some concepts are concerned, so that on its own prompted the district to identified 14 
lead teachers who will guide the rest, like you mentioned earlier on , we need to develop 15 
those professional bodies , or communities, so that’s what we are busy with at the moment.   16 
Interviewer: and how often do you meet? 17 
Respondent: we meet twice per term. It’s basically once per month, it’s basically once per 18 
month. 19 
Interviewer: what is your involvement in the PLC? 20 
Respondent:  In PLC, in the actual fact, I’m a lead teacher, meaning I go for training at 21 
SciBono, then after a week I call all the teachers in the district and conduct workshops to 22 
those particular attendees. 23 
Interviewer: uhm, can you describe, uhm , the training that you go for? 24 
Respondent:  the training that we go for is mainly to say train the trainer. 25 
Interviewer:  ah. 26 
Respondent: that the name Train the Trainer, meaning that we will also have our own boss 27 
there , who will take us through a particular concept, meaning that when we the teachers we 28 
will also be in a position to lead appropriately. 29 
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Interviewer: how often do you go for training? 30 
Respondent: it’s once a term also. It’s actually once per concept, depending on whatever 31 
topic you want to embark on . 32 
Interviewer:  okay, what are some of the roles and responsibilities of the people who make 33 
up the PLC? 34 
Respondent:  their roles…you know ma’am, thins thing is structured this way. 35 
Interviewer:  okay 36 
Respondent: we are saying, here is a district, wherein we need to do the training of some 37 
kind. So what happens, we identify a lead teacher thereof, that lead teacher is the one that 38 
will conduct, that will basically be conducting the workshops. So, the rest of the teachers are 39 
only there to share with other educators ideas that they have basically in the concept. That’s 40 
basically how this professional learning community works. 41 
Interviewer: okay, in what way has your participation in the PLC impacted on your 42 
professional practice. 43 
Respondent: Actually, you learn a lot from other educators. Imagine talking of round about 44 
40 educators from different schools, some are not even operating under our own education 45 
system, some are from private institutions, some are administering the Cambridge type of 46 
examinations. That on its own means a lot in terms of content, in terms of pedagogy, in 47 
terms of how best can you teach a concept. On realising that some systems may not 48 
necessarily be running the same, so definitely, we will always be learning from each other. 49 
So, I for one have learnt so much, coming back to class, I find myself exposed in so many 50 
approaches to a particular concept, because bear in mind we are dealing with a multiracial 51 
group of learners, aptitude wise, they are totally different so we need to find a way of 52 
reaching out to all of them in one way or the other, so that at the end of the day, no learner 53 
gets no support in the classroom. Looking at the type of learner , again that we are dealing 54 
with. 55 
 56 
Interviewer: Uhm 57 
 58 
Respondent: They have just lost interest, in this day and age, so by gaining such expertise, 59 
it makes you a complete educator who can manage to take control of a learning 60 
environment. 61 
167 
 
 Interviewer: Uhm, what is your relationship between your participation at PLC level and the 62 
school. 63 
Respondent: Rephrase that. 64 
Interviewer: Uhm, has there been, uhm, some sort of filtering down into the school. 65 
Respondent: Oh yes! Talking about that, coming back we obviously call departmental 66 
meetings, share with whoever failed to attend the meeting of that particular workshop, give 67 
material that we have received from the workshop to say, “these were things that were 68 
discussed at the workshop, that were of paramount importance , this was A, B, C. like you 69 
have mentioned, it’s not about experience to say that I have been in this post for so many 70 
years. The question is, are you doing justice there. Are you using the correct methodology to 71 
reach out to the kids or not. So coming back , it must have a significant impact in that even 72 
when you look at our matric results, they eventually improve and I can boastfully say that I 73 
have obtained the best results around in our district, with the highest of 92% in the history of 74 
this school. 75 
 Interviewer: Well done! 76 
Respondent: And I can gladly say that , that on it’s own motivates my colleagues as well to 77 
say we need to reach the same level and by so doing we find that everyone in the whole 78 
school is forced to work equally hard so that we maintain a high pass rate as a school, 79 
Interviewer: what opportunities for leadership are there in the PLC? 80 
 81 
Respondent: Mm, in terms of opportunities for leadership, it is quite difficult, if I may 82 
mention, because sometimes you don’t get a post because you deserve it. That’s one thing I 83 
have come to pick up. Sometimes you get a post because you know people out there, you 84 
are connected, so that on its own, I think I wouldn’t want to comment much on that because 85 
it goes to the extent of involving unions and all that. Basically, you hardly grow as a leader. 86 
Interviewer: Mm 87 
Respondent: Generally, in South Africa, you hardly grow as a leader. You don’t grow 88 
professionally or accordingly. There are always shortcuts. For what reason, I don’t know. 89 
Interviewer: In your opinion, how do you see PLCs as drawing out the potential of teacher 90 
leadership? 91 
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Respondent: Right, eh, what normally happens, I think this could be a very good platform, 92 
when you are out there, like I was telling them in this very last workshop, “I will not always be 93 
your leader, someway, somehow, someone else must take up th position”, meaning when 94 
we meet out there we don’t always talk about content, we talk about behaviour, how do you 95 
conduct yourself as a professional, for instance you can’t in a meeting be seen , like right 96 
now, I can’t be talking to you and eating at the same time. Someone is presenting, there I 97 
am busy eating, I mean that on its own is lack of professionalism. How do you look forward 98 
to leading a group of people, if you yourself are behaving like that, so somewhere, 99 
somehow, I feel that there is a very big gap between leaders and their subordinates. There 100 
seems to be that gap wherein we don’t realise what does it take to be a leader. Am I ready to 101 
be a leader, whilst I am still doing A, B, C. I mean somewhere, somehow, there is something 102 
lacking in our training. Wherein we are saying, “is the training adequate enough for a 103 
professional within a particular field’. Because the way we behave, the way we dress, it says 104 
it all. Can I be a leader? The language that we use sometimes, is it refined enough for me to 105 
deemed a leader of a particular institution? Am I strategic enough in my approach or I use 106 
emotions? What kind of leadership do I envisage in life? Obviously, we all want everything to 107 
run professionally, is it a crisis management type of a system. I mean all those things need 108 
to be looked into, but from the look of things, all that is lacking. So, I think these PLCs will 109 
help a lot especially if you mainly focus on leadership, because leadership does not only 110 
mean you are leading your subordinates, because as a teacher you are also leading my 111 
group of learners, What are they learning from me? Am I punctual enough? What is 112 
generally my work ethics? That’s the question that can generally be asked. So what are my 113 
learners copying from me as an educator, what kind of language do I use, what exactly am I 114 
imparting onto them, so that on its own is very much lacking amongst us as educators. 115 
Interviewer: what factors hinder teacher leadership in the PLC? 116 
Respondent: Right, there are quite a number of factors ma’am, particularly in education. 117 
Firstly , there is always this fear of the unknown. We talking about results and of late they 118 
have introduced what we call consequence management, meaning I have to account for 119 
every action that I take. When the results drop I need to account why the results dropped, 120 
yet we have so many other contextual factors, talking about learner discipline and so on, 121 
talking about absenteeism from the educators side. Imagine we are given a post and you 122 
have such a school wherein teachers just go absent.it becomes very, very difficult to 123 
manage that school. That’s why people always shy away from taking leadership positions. At 124 
the same time it has to do with preparedness. Am I ready, am I capable to lead a group of 125 
people and if I am to lead people in what direction am I heading? Where am I taking them to. 126 
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What do I look forward to as a leader in this institution. In a nutshell, what destroys 127 
leadership, is the manner in which schools are run, at the end of day you will be held 128 
responsible for things that you should be held responsible for. That’s why, eventually people 129 
will stay away from such positions. 130 
 131 
Interviewer: In the context of your PLC, what are the factors that are hindering teacher 132 
leadership in the PLC. 133 
 134 
Respondent: Right, there are a number of factors there. One, we talk about those meetings 135 
and workshops that are conducted on weekends or alternatively in the afternoons and they 136 
encroach on private time. They encroach on family time. Over and above, educators feel 137 
they need to be renumerated for such workshops, not necessarily to say it has to be in 138 
monetary form all the time, but I think it could be structured differently to say, “if I attend a 139 
particular course consistently, somewhere, somehow I need to be certificated on that”. I cant 140 
just attend a workshop , week in , week our or monthly , at the end of the day I still come 141 
back the same educator, nothing to prove…like right now I am a lead teacher, at the end of 142 
the day if I vacate the post, no one will ever know that I was a lead teacher, because there is 143 
nothing given to me to say, “Mr Malefo, here is your certificate of……… 144 
Interviewer: Recognition? 145 
Respondent: Recognition. There is nothing. It’s just attendance, discussion, then you part 146 
ways , of which teachers feel someway, somehow, we need to meet halfway. 147 
Interviewer: Do you have any recommendations of how teacher leadership can be improved 148 
in your PLC? 149 
Respondent: Right, the only recommendation that I can pass, like I alluded to the fact, 150 
make it more appealing to educators in the form of that form of recognition we spoke about. 151 
Interviewer: Mm. 152 
Respondent: There has to be recognition, be it monetary form or certification from, we will 153 
always appreciate it and that appreciation, it builds one’s confidence. It will give them that 154 
zeal to drive forward to say that I van be that person and I think at the moment, most schools 155 
are operating in isolation, we don’t want to learn from each other. And I have always said to 156 
people, if you have never tried others before, you will always think your mum is the best 157 
cook, meaning I’m confined in this environment of mine. I don’t know what I happening at 158 
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*Rosenville , you will be shocked to find that there is a trump card of a teacher that is there 159 
at * Rosenville, from whom I can learn a lot, but for the mere fact that I want to operate as an 160 
individual, it closes out opportunities for me. It shuts out opportunities for me. I could have 161 
learnt a lot about how are you running? Why are you successful and I am not successful, yet 162 
we are servicing the same community. The contextual factors are the same. Why is school B 163 
obtaining results and school A does not? So it means we don’t want to learn from each 164 
other. If we take away the pride, we would learn as much as possible and obviously we 165 
would be willing to run an institution, manage it and so on. That on its own is not happening. 166 
It’s not. 167 
Interviewer: is there anything you would like to add before we conclude? 168 
Respondent: Mm, not really, but all I can say is cry the beloved country. People don’t attach 169 
any meaning to education anymore, I don’t know how best we could encourage the little 170 
ones so that they could understand the whole concept of education and if you look at what is 171 
happening in our societies, it shows that we are not educated because, education is a 172 
permanent change in behaviour and if we don’t change in behaviour then it means that as a 173 
teacher I would have failed to do justice in the classroom, I have been with these kids right 174 
from kindergarten, exiting stage, to universities, but they still come back as the same 175 
product. That on its own says a lot about the education system. If that could be addressed, 176 
then whoever we release from this room becomes a permanently changes individual, 177 
changed  in behaviour, changed in reasoning, then all else shall follow suit. 178 
Interviewer: Very interesting, thank you 179 
Respondent: you welcome, ma’am. 180 
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Interview with Educator  P4 E2 1 
Time: 14:00 2 
Date: 4 June 2018 3 
Place: Classroom 4 
 5 
Interviewer: Thank you so much for agreeing to this interview. I appreciate the time. Please 6 
describe in general how your PLC functions? 7 
Respondent: So, our PLC, uhm, you get, basically you get a memo to say on which date 8 
the PLCs are and then, uhm,  at the moment there is no, okay say this topic, this is what we 9 
going to discuss, so we all sit down and the facilitator starts and then obviously introduces 10 
the topics that will be discussed that day, uhm, they will give a little bit of background to uhm, 11 
you know, around the topic if I could say it like that and then we are allowed to discuss with 12 
them with each other, our strengths and weaknesses as well as what would we like to 13 
change, what would we like to say the same, what are our concerns, so, uhm,  but, many of 14 
the times the PLCs, there are dates but they don’t have them, like there are five people 15 
pitching up, or two or Its not functional at the moment, but it’s a great idea. I know that PLC, 16 
they said that PLCs can also be like two teachers from two different schools, getting 17 
together, so there is not like clarity on the main PLC, you can also have your own PLC as 18 
well, but that’s basically the way it functions. Like a week in advance you get the date and 19 
you supposed to pitch up. 20 
Interviewer: And, how often would you say you meet? 21 
Respondent: Once a term. 22 
Interviewer: Okay 23 
Respondent: That’s how many times I’ve been sent to PLCs. We have a big problem with 24 
dates and memorandums pitching up. So, sometimes they would phone and say that there 25 
was a PLC and we wouldn’t have known about it, so communication is a problem when it 26 
comes to communicating the dates, so at the moment its once a month , that’s the dates that 27 
I am getting, Ja, it’s not more than that.  28 
Interviewer: What is your involvement in the PLC? 29 
Respondent: My involvement previously in the PLC was that , uhm, I was obviously just a 30 
participant, I was just a teacher that went to the PLC to learn more, obviously from other 31 
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teachers and their expertise, but as of this year now I am lead teacher now so it means that 32 
most probably I am going to be running the PLC, most of the time, under the guidance of my 33 
facilitator, so, uhm, she lets me know what she wants me to talk about and then I should set 34 
up a presentation and then once I’m done, then she checks it , uhm, basically makes it more 35 
or less within an hour that we will finish and then we present. So at the moment it’s more 36 
like, I’m more involved in the PLC. Before this, I was just a participant, so I just pitched up, 37 
then you would find out what the PLC was about and then you could participate. Now, you 38 
have to answer the questions, now it’s actually nerve wrecking. 39 
Interviewer: How were you appointed lead teacher? 40 
Respondent: Okay, * Brenda, which is my facilitator, she’s known me since I’ve worked at 41 
*Oakley. At *Oakley, I called her in for unfair assessments, uhm, some of the teachers didn’t 42 
do assessments fairly according to me and uh, since then she’s known me. We’ve been 43 
working together every time I need something I ask her, or I need some advice, I ask her, or 44 
she needs me. So, uh, we’ve  been working hand in hand for like , I would say. Probably 45 
now, more a less a year. And then at the beginning of the year she said, “can I please put 46 
down your name down as lead teacher?”, so I thought about it and the amount of work that it 47 
is. Obviously, I love her, she knows what she is doing, so yes I love to work with her. 48 
Interviewer: Can you elaborate on what your roles and responsibilities of lead teacher 49 
would be? 50 
Respondent: My roles and responsibilities are basically moderation. I am the person at the 51 
PLC that would be leading moderation especially, so we call teachers together to bring their 52 
files, we call them to bring their assessments and that is then moderated at,  if I could call it 53 
teacher level, where they moderate each other’s, but I am there for support, if anyone should 54 
need it. Also when it comes to moderation of the Grade 6 papers that are common exams 55 
and the grade 9 papers that are common exams, then the lead teachers for Grade 9 papers 56 
would be involved there, but as I heard at the moderation meeting, we would somehow be 57 
involved with that. We are the support of the facilitators, so it was basically told to us that 58 
they have so much responsibility, that they can’t get to everything that they have to, so if in 59 
need they will push on our buttons, in a support role to basically, if they need a document set 60 
up, we will set up the document, if they need a presentation made, we make the 61 
presentation. We are a support for the facilitators and teachers as well in terms of 62 
moderation. 63 
Interviewer: Uhm, what are some of the roles and responsibilities of other teachers in the 64 
PLC? 65 
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Respondent: I wouldn’t say that they have specific roles. I think just to participate in the 66 
PLC. I think just to, not sit there and keep quite if something is bothering them. I think being 67 
a participant is really important, it’s a very important role of a PLC. You can’t just have 68 
someone presenting a PLC and no one is having an input. Even if you don’t agree with the 69 
person, I think things need to be heard and that’s were struggles come, like we struggling to 70 
get the curriculum done. It’s a lot of work, uhm, how is the facilitator supposed to know your 71 
difficulties if you don’t speak. So,  I think , being a participant, is absolutely the most 72 
important part of the PLC.  73 
Interviewer: In what way has your participation in this PLC impacted on your professional 74 
practice? 75 
Respondent: Oh, enormously! Like I said in my meeting, I taught that teaching was, okay, 76 
walk into a class,  and open  a textbook and there you are teaching and then I heard about 77 
planning and then I thought, “this is , this is a waste of time. Why am I planning for things 78 
that I know I am going to teach anyways”. Until you realise that, uh, you running out of time 79 
for a specific topic or you haven’t finished three topics this term. You haven’t planned 80 
accordingly and what the PLCs taught me, basically, is how important planning is. I actually 81 
learnt that not from a facilitator but from the people that were sitting with me in the PLC. 82 
Before the PLC would start, we would sit and talk and you would realise, oh my word, this is 83 
why they are doing planning and this person actually knows what he or she is about and I 84 
can actually learn so much from that person, so PLC’s have had an enormous impact on my 85 
planning. My planning is done, I know where I am, I set up my own worksheets. I don’t work 86 
from the textbooks because, I don’t like the activities in the textbook, per say. Some of the 87 
activities, can I say Platinum are two levels above what a grade 7 child is supposed to know, 88 
so you get teachers that would just teach out of the textbook like I would’ve when I was 89 
2015, then you teaching way above their level and they get confused and they get lost on 90 
their way and it’s impacted on me greatly, especially *Brenda herself and her leadership. 91 
Interviewer: What is your relationship between the participation in the PLC and the school? 92 
Respondent: (looks a little confused) 93 
Interviewer: Has it had, sort of filtered into practices in the school. 94 
Respondent: It has, yes. It’s very important for us when we attend a PLC to share the 95 
information with all the teachers, especially now being *Subject A’s, Subject Head at school, 96 
its helping me a lot because you basically know exactly what they want, every step of the 97 
way. Instead of getting lost along the way and you have no idea where you supposed to be, 98 
so yes  the moment that we come from PLC’s, all the teachers , from all the subjects in the 99 
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school, we report to the Principal, we report whatever was said in the meeting , in the 100 
staffroom, in front of all the teachers. We also share it with our subject specific teachers, 101 
uhm , and yes , it does make it a little bit better. To give you an idea, last year they moved 102 
the investigation of term 3 to term 2. We didn’t know because no one attended the PLC, so 103 
end of term marks, we didn’t have a mark for an assignment and the computer basically 104 
wanted an a mark for the assignment. Children had already not been at school, so you 105 
couldn’t do the assessment, so it really does help if you come from a PLC and you infiltrate 106 
that information into the school. 107 
Interviewer: What opportunities are there for leadership in your PLC? 108 
Respondent: (pause) If I have to, probably, out of my own , I wouldn’t say there is really a 109 
lot of opportunity for leadership in the PLC, I mean I didn’t  even think there was something 110 
called a lead teacher, until I was asked to be one. Basically, the facilitators’ do everything 111 
and the rest of us, just sit there, they just watch or they say a few things. But I don’t think 112 
there is specifically a “you can be a leader in this way”. So, if you have a PLC, this one deals 113 
with moderation, this one deals with …., there is nothing like that. It’s like all under the same 114 
umbrella, so I think that’s why PLCs for me, at the moment, it can be a little bit more specific 115 
and time can be utilised much better, so instead of having one big meeting together and 116 
doing one topic. Having four teachers with four different topics, then you as a teacher can 117 
attend whichever topic you need. 118 
Interviewer: Uhm, mmm 119 
Respondent: But at the moment there is basically, no room for leadership in PLCs. 120 
Interviewer: In your opinion, how do you see PLCs as drawing out the potential of a teacher 121 
leader? 122 
Respondent: It’s very important. It does draw out leadership qualities in a person, because 123 
if you don’t have training, you don’t have the leadership to listen to other people, you don’t 124 
have leadership to communicate with other people, to accept their, you know their voice as 125 
well. Like you can’t be a dictator. You can’t just take over and do whatever it is that you want 126 
and it’s my way or the highway. It’s very important because it teaches a lot of teachers to 127 
listen to each other and then they you realise that, “oh my word, it’s not only me, I am not the 128 
only one that is struggling. This person has the same problems that I do. Oh! This person 129 
has the solution for it, so then you can communicate and that develops you as a person as 130 
well, because any person that can’t communicate with people, any person that can’t take the 131 
opinions of others as well, seriously as well as their own, that person can’t be a leader 132 
unfortunately, so this especially our PLC, it does that. I mean with this presentation that I did 133 
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the other day, *Brenda, she left me with some room for what I wanted to touch on, which 134 
was very important because I also as a lead teacher… I do not want it to be like, you were 135 
chosen as a lead teacher but I am going to tell you what to do the whole time, anyway. Like 136 
if I was put in that position, because I have some sort of expertise then leave me to it, at 137 
least to a certain degree and that’s what it does. It really just shapes you and get you to think 138 
certain things. It does train you to be a leader and to take on leadership responsibilities, in 139 
your school, in your community, wherever it is that you are, it doesn’t need to be subject 140 
specific. So the skills that you learn there are not subject specific always, so you can always 141 
use it anywhere that you find it applicable. 142 
 Interviewer: Can you describe your presentation? 143 
Respondent: My presentation? 144 
Interviewer: briefly, ja  145 
Respondent: So do you want the content, or the idea? 146 
Interviewer: Generally, how you developed the idea. 147 
Respondent: Okay, so, my presentation was on setting a lesson plan. Right, so I went and I 148 
thought about it a little bit. Lesson plans start by using the CAPS document, because 149 
basically the CAPS document is our religious book of Mathematics, just like in any other 150 
subject, in South Africa, basically. So, first of all the planning if the presentation took me four 151 
days because I was sitting with the CAPS document and I was listing everything they say a 152 
grade 7 child needs to do, because I decided to do an example of fractions because that’s 153 
applicable to this term. So, I sat and I took out all the topics that they wanted to cover and 154 
after I did that I rearranged them in the right order because the CAPS document doesn’t 155 
have them in the right order, so they would have say compare and order fractions at the very 156 
end where it supposed to be at the beginning. There was not revision of multiples and 157 
factors which is very important when you teach a child that the denominators need to be the 158 
same before I can add two fractions together. So, I went and I sat and I did exactly what I 159 
would do when I would set up my lessons. Okay, I want to do this, then I want to do this, so I 160 
want these topics to build on each other, so that’s what tried to try to explain to the teachers. 161 
You need to sit with your resources and the things that you were given and your expertise as 162 
a teacher, and don’t just take the textbook and say, “Oh, we starting with fractions today” 163 
and you didn’t know. You supposed to know because you going to teach something and the 164 
first activity is not going to be anything near what you have taught just now.  165 
Interviewer: Yes 166 
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Respondent: So, how to get from using the CAPS document, to setting up your annual 167 
teaching plan. You could do it for that term, you don’t have to do it for the whole year. Annual 168 
Teaching Plan, then comes the planning, then comes the worksheets. So, how the process 169 
works of planning, when you plan, how your time is used to its full potential basically, so if I 170 
have nine hours for fractions and I didn’t plan, I can either do it in four hours and my children 171 
can’t understand or I can do it in ten hours and I have lost an hour of something else. So, it’s 172 
very important to stick within the time frame and you know your kids better than anyone else, 173 
so I have a big problem with these Annual Teaching Plans being sent around and people 174 
can just print it and everyone just uses the same, because I am not the same as everyone 175 
else and, uhm, my children might understand data handling better, so I can steal an hour 176 
there to add to fractions if I need to. That’s what I wanted to get at, “you as a teacher, you 177 
are qualified. You went to university, you go to PLCs, you attend training, you get training 178 
from school if you want it or not. We are here most of the time until 16:00 in the afternoon, 179 
use whatever was given to you, just don’t expect to be spoon fed all the time”. So this is the 180 
process. Go and sit and see for yourself if this works for you. You know what I’m saying. So 181 
that was what my presentation was all about and then then how I used that whole  lesson 182 
plan, to plan a lesson, to also teach so that I don’t give the learner’s misconceptions. 183 
Interviewer: Hmmm 184 
Respondent: Because when you just teach from a textbook, it’s very easy for learners to get 185 
misconceptions for certain things, especially Mathematics. There is processes and 186 
processes, so in one sum you might have four different topics that that child will need to 187 
understand that different topic, now you just teach the sum, but you don’t teach the 188 
background., so that’s where it comes in with misconceptions. So that was what my 189 
presentation was all about. 190 
Interviewer: In your opinion what factors hinder teacher leadership and PLCs? 191 
Respondent: Time, definitely time. Because, uhm, as a teacher I can tell you that we feel 192 
more like receptionist then teachers. Like getting to your own work and getting all the admin 193 
out of the way….sometimes teachers can’t make the PLC because they have other 194 
submissions. So, I mean, it’s crazy, because now especially when it comes to incompetent 195 
people, there is a lot of schools that have a lot of incompetent people, so you end up having 196 
a few teachers doing all the work, those teachers are normally also your lead teachers in the 197 
subject in your school, so your subject heads. Those subject heads are supposed to attend 198 
the PLCs together with the people that teach the subject, okay. 199 
Interviewer: Yes 200 
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Respondent: So, that person has so much responsibility and because the others don’t want 201 
to do it, that sometimes they don’t get to it. There is so many times that I wanted to go to a 202 
PLC meeting but unfortunately I was either giving extra classes because I am the only one 203 
that wants to do it, I was at a different meeting for a different subject that I teach, that I’m not 204 
even the subject head for. There’s a lot of just….time is basically the worst of it all, and we 205 
are overloaded with subjects. So, I teach Maths – Grade 7, Grade 6, I teach EMS Grade 7 206 
and I teach creative arts Grade 4. You have to have so much expertise in so many different 207 
fields, it’s impossible for you to go all the PLCs. We are here, almost every day, until 16:00, 208 
because then there is a surprise meeting, or then there is this, then there’s that. You also 209 
have your meetings for subjects and meetings away. Sometimes I have to go to Boiepelo, 210 
it’s a long drive there. Sometimes on Saturdays I have to go for meetings. You basically, 211 
have no personal life as a teacher. You go, you get home, you bath, you eat and you carry 212 
on working. There is no …take it from me I had a mum that was a principal, it was hell. I 213 
never saw her. She only came home at seven o clock at night and then she would pack out 214 
her laptop and she would still be working. Time is a big problem. Lot of  teachers don’t want 215 
to attend these things cos they already have so little time for themselves and now they must 216 
still go after school and listen to a bunch of people talking about things that they not 217 
interested in because they have lost their love of teaching completely, because of having a 218 
lack of time for your work, 219 
Interviewer: uhm, uhm. Do you have any recommendations for the improvement of teacher 220 
leadership in PLCs? 221 
Respondent: My recommendations would be like this, instead of like picking one person, 222 
have different people that have expertise in different things, so PLCs, I would love to just 223 
make it fun, personally. It has to be fun. There has to be a person that can help you with 224 
lesson planning, there has to be a person that can help you with setting of exams, especially 225 
when it comes to Bloom’s taxonomy. There has to be a person that can help you with 226 
moderating your things. eventually after you have set it up, you know, instead of going to a 227 
PLC and listening to one person speak, why mot divide it into groups, this is the setting of 228 
exam group, these are the people that just want to complain, just have that support system, 229 
because this is we’re we get to voice our concerns and get additional help. You can go to 230 
Departmental training, you can go to the training that the department gives you, but it’s like a 231 
hundred people sitting in a hall together and you don’t get a chance to ask those important 232 
questions that you don’t know about. So having different leadership roles in the PLC would 233 
definitely make it better because instead of having one person, and you can’t really ask, 234 
because some teachers are really afraid to ask, if they are sitting in a big group, because it 235 
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sounds silly because you feel you have a stupid question and you don’t want to ask because 236 
people are going to look at you and ask if you are a newbie. You know what I’m saying. So 237 
have those different people in the PLC, make it fun, uhm, make it at an accessible time. 238 
Also, like, let a person know the PLC is going to be about, like do a proper invites, like “you 239 
are invited to the moderation at this PLC, you know, come and have a little bit of fun. If you 240 
have anything that you want to share with us, bring it with that day”. You know prepare the 241 
teachers, because sometimes I’m sitting there and I’m thinking, I have this wonderful form 242 
that I could actually share with people and we could discuss it, because it’s not perfect for 243 
me yet, but I know that it can work, but I can get some input from someone else and I didn’t 244 
bring the form with, because I dint know what the PLC was about, so I think that would be 245 
my only recommendation. And then PLCs need to start on time because sometimes the 246 
facilitators pitch up at three and it is supposed to start at three. You know. 247 
Interviewer: Uhm 248 
Respondent: I don’t know why the facilitators must be there, with the PLC. I think 249 
professional learning is learning from professionals that teach with you. 250 
Interviewer: yes 251 
Respondent: So, if I’m sitting here and I have a few people from other schools that’s around 252 
me, what prevents me from going onto WhatsApp and saying, ”listen,  I have an hour free 253 
this afternoon, and I am struggling with this,  please just meet me somewhere and let’s talk 254 
about it”. That’s also a PLC for me and should be recognised as one, because we are 255 
helping each other and the whole idea of it. So that’s my only recommendations, like it’s 256 
supposed to be informal and fun and at the moment it’s just like another training session and 257 
that’s the problem. 258 
Interviewer:  is there anything that you would like to add before we conclude? 259 
Respondent: (pause) About PLC’s specifically or leadership? 260 
Interviewer: either 261 
Respondent: I think we’ve basically covered it all, but like , uh, I don’t know as a teacher 262 
PLCs are sometimes a pain for me (laughs), like not getting the dates and always feeling like 263 
you drowning , uhm , I don’t know how to say it , like at the moment  I’m juggling a hundred 264 
things at the same time and I don’t know how I’m going to get done and I know that any day 265 
*Brenda can push on my button and say I need this from you and I’m not even nearly done  266 
with my work. So, like if PLCs could be structured in such a way that…also what someone 267 
else said the other day is “why do they discuss this terms work, this term, why don’t they do 268 
179 
 
in this term, next terms work”, so that a person is prepared. It would make for less drowning 269 
if I could say it like that. People had to go after my meeting and if they had to fix something 270 
for that term, its already submitted, you’ve already spent time doing it. Time that you don’t 271 
really have. But now you have to go and redo it because you have realised the right way. So, 272 
Ja, PLCs are a good idea, really they are a good idea and if executed properly could be so 273 
beneficial for teachers and learners because the moment that you benefit, a teachers 274 
benefits from it, there’s a certain spark that goes, “Oh, this is how it works”, everyone then 275 
benefits from it, the school benefits, the learner benefits, like PLCs could be that specific 276 
support group for teachers that create more of those little sparks that go off, uhm , instead of 277 
having people that are incompetent, not because they can’t do it but because  that they 278 
haven’t had the support to do it. So I think PLCs are a good idea and leadership in PLCs, 279 
because one person can’t do all that work. Especially one person can’t do all that work. So 280 
that’s basically all I would add. 281 
Interviewer: Thank you very much. 282 
Respondent: Not a problem. 283 
180 
 
Interview with Facilitator  P4 F1 1 
 2 
Date: 30 May 2018 3 
Time:  13:00 4 
Location: District Office 5 
 6 
Interviewer: Thank you so much for agreeing to this interview. 7 
 8 
Respondent: Thank you. 9 
 10 
Interviewer: I really appreciate it. What is your involvement as a facilitator in this PLC? 11 
 12 
Respondent: My involvement is just to help educators, is to give educators a direction on 13 
how to handle this PLCs, what are the main aim of introducing the PLCs in schools and 14 
again, what are the benefits that we are going to get if we are more involved in the PLCs. 15 
 16 
Interviewer: And how long have you been a facilitator? 17 
 18 
Respondent: This is my second year, but all along I’ve been involved in the PLCs from my 19 
district, and I was a lead teacher, so being involved in the facilitation in the PLC is not an 20 
issue that much to me because I’m used to it. 21 
 22 
Interviewer: Describe how your PLC is functioning. 23 
 24 
Respondent: Ehh…In my case, I just group schools in three to five schools, depending on 25 
their geographical area whereby we are going to deal about a certain content area, whereby 26 
we are going to outline the misconceptions, the problems that we encounter, how to teach, 27 
how to introduce that particular topic, so basically we are helping one another. 28 
 29 
Interviewer: And can you tell me, eh, what happens in a PLC? 30 
 31 
Respondent: eh, in a PLC, basically, firstly what I do is I request them to bring me the topics 32 
in the beginning of the year, for the term, the topics that they find it more challenging and 33 
thereafter I classify according to the ATP, then I call them on monthly basis so, (pause) 34 
where I organize a meeting for them, where they are going to deal with this and I select one 35 
educator to come and present. 36 
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 37 
Interviewer: And your choice? How do you choose your educator? 38 
 39 
Respondent: I don’t choose my educators per se, but what I do is that I check if majority of 40 
educators say I don’t have any problem with common fractions, there are three people that 41 
have problems with common fractions, what I do is I request one who said he didn’t have a 42 
problem with the common fractions, then I select one, talk to him, if he can come and assist 43 
or she can assist on this one. Then, if she allows we go ahead in that one, she is going to 44 
present first, they come up with the questions and they come up and we clear the 45 
misconceptions learners will have in this case. 46 
 47 
Interviewer: Aside from presentation, are the teachers involved in any other activities? 48 
 49 
Respondent: Yes, especially the Grade 7, they are involved in setting of the formal SBA’s, 50 
whereby we are trying to help one another to set a standardized formal paper with all levels 51 
and with all the Bloom’s taxonomies. What do we mean when we say that this task is level 4 52 
in the Grade 7 but it’s Level 2, for arguments sake in 8 and 9 or the higher grades. 53 
 54 
Interviewer:  And can you describe the progress of those common papers? 55 
 56 
Respondent: Ehhh…I think they are going well, because learners are able to answer it and 57 
I can even gauge where are the difficulties in case of the learners, because you may find 58 
that they can answer this one, which is the basic preparation for FET level. 59 
 60 
Interviewer:  How frequently do your PLC’s meet? 61 
 62 
Respondent: Uhm, (pause). We do meet twice per quarter. Two times in a quarter. 63 
 64 
Interviewer: Eh, (pause) what roles do the members comprising the PLC play. Do they have 65 
specific roles? 66 
 67 
Respondent: mmm, not necessarily. What we do, is we are doing rotational presentation. 68 
We don’t say, “in this PLC, this is the person, or these are people that are going to present”, 69 
everyone has equal standing in the PLC, even if you feel like you want to present the other 70 
topic next time, because normally what we do before we leave for the first PLC, we agree 71 
that next time, we think that we can come here and discuss this topic, that is what we are 72 
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doing, and maybe we can just in the meantime find someone can come and  present, in the 73 
meantime. Unless, if we do have some challenges during that time, then we choose another 74 
one. Everyone must come being prepared. Don’t just go there and say, because we set that 75 
this particular person is going to present, it means that I don’t have any role to play. 76 
 77 
Interviewer: okay  78 
 79 
Respondent: yes 80 
 81 
Interviewer: How would you like to see your PLC evolve, in the way it functions? 82 
 83 
Respondent: You know, uh, I’ll be happy if my PLC are effective in all, in all, I mean in a 84 
district as a whole, because somewhere, it is as if they don’t understand what is PLC, how 85 
does it differ with the departmental meeting at school level or how does it differ with the 86 
subject meeting, so I will want to see it in such a way that, even the educators can stand up 87 
and say to me that its long that we have been in a PLC or our PLC meetings are not enough, 88 
lets have them maybe once a month, or every after, three weeks or two weeks. I’ll be happy 89 
if that is the case, knowing that all teachers can take their stand and they can do as they are 90 
requested to do by their employer. 91 
 92 
Interviewer: How would you describe the knowledge of teachers on PLCs? 93 
 94 
Respondent: Eh, in some cases, there is a content gap somewhere, because, you may find 95 
that educators are not researching about the topic, how other people are doing, because 96 
they think that if this particular school, the way they teach, because it the only maths 97 
educator, everything is fine. They are not researching, there is still a content gap and you 98 
may find that because he is one in that particular school, which means he is the master of 99 
everything, whereas he is not. 100 
 101 
Interviewer:  You did speak earlier on about rotational leadership. Are there any other 102 
opportunities for teachers to have leadership in this PLC? 103 
 104 
Respondent: Definitely, there is ,there is. What I saw is, because in most cases I do attend, 105 
being there, just for moral support. Then when I see them presenting, you can see 106 
that…because we don’t give them more time to present, some you may find by then they are 107 
lacking confidence and they are not sure if ever they are doing the right thing or not, but 108 
183 
 
since we introduced this PLC thing, people are having the confidence and they are very 109 
much convinced that whatever they are saying , it’s is like that and now I can say that some 110 
even go into just a step ahead by researching why do we say these are the common 111 
fractions, how do they work, how can I teach the learner in relation to the daily routine, 112 
fractions where do we use them, so that we can be able to talk to them contextually. 113 
 114 
Interviewer: How do you recommend that PLCs become, more the domain of teachers. 115 
 116 
Respondent: Basically, PLC I can say is a mini in-service training because educators do 117 
need in service training. We cannot say, because he is from the college five years ago, 118 
whereas content is changing all the time. There is addition or subtraction of other topics so 119 
now, if we do have that PLCs, to me it is like an in-service training, whereas its difficult for 120 
the department to have maybe quarterly in-service training for everybody, everywhere, so if 121 
we do the PLCs, it’s going to be fine. 122 
 123 
Interviewer: what do you think hinders the functioning of PLCs and teacher leadership? 124 
 125 
Respondent: the issue firstly, of management at school level. Educators don’t get support 126 
from their managers and in most cases you may find that educators don’t have their own 127 
transport. They have to use either a hired car. Educators, the school don’t compensate 128 
them, or sometimes educators are using a public transport and you find that they arrived at 129 
the PLC very late. And sometimes I think the PLCs should be like a day where we are going 130 
for a workshop. It must be a workshop like, not an hour, because in our case its done while 131 
the teachers are tired in the afternoon, half past two to half past three for an hour. It doesn’t 132 
matter if you are done or if you understood whatever the topic that was set on that one. 133 
Those are the things that will hinder the progress of this thing. And again, if the managers in 134 
the school or the principal can just feel, or support the educators that they must be involved 135 
in this project, the PLCs, then I think that it will uplift their morale, it wont hinder their 136 
progress. Because teachers…and again the other thing, with the PLC, you are not obliged to 137 
attend, you can say, “I’m not attending”, no one will take you to account on that one. 138 
 139 
Interviewer: And why is that? 140 
 141 
Respondent: eh, because it is not a policy, so to say. It is not a policy where I can just 142 
remind the educator that in terms of section of circular whatever you are obliged, if you are 143 
not, you have to account. You know, if there is no written document that will lead people to 144 
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account, it’s hard for someone, I mean for me especially, to ask the educator to account why 145 
is he not involved. They said PLC is voluntary and when some people think of the word 146 
voluntary, it means I don’t want to be there! No reason, that’s all! 147 
  148 
Interviewer: Hmmm (laughs). Interestingly enough, you mentioned something about school 149 
management. Uh, how has the PLCs impacted on schools. 150 
 151 
Respondent: Infact, there is no, it impacted positively, because even the managers do 152 
understand the teacher leadership. They think teacher leadership means that they have to 153 
take their positions, whereas this is not. They don’t give educators the chance to express 154 
themselves in terms of leadership. Yes. they don’t. 155 
If the principal or the SMT, deputy says, ”I am of the school, so you’ll hear from me, that is 156 
the rule of the behavior that is prevailing in schools. 157 
 158 
Interviewer: In your experience have you come across school based PLCs? 159 
 160 
Respondent : you know what, like I said, school based PLC, they regard it or is the same as 161 
the subject, I mean the departmental meeting, in the case, or whereby I just meet you in the 162 
corridor and I said, “eish, just come and help me in my classroom, but even with a core team 163 
teaching, it’s happening, but its happening on the basis that we didn’t discuss, I just say 164 
“come and help me to introduce common fractions to my learners”. You don’t, we don’t come 165 
together, sit down and show me all those nitty gritty, all those methodologies and everything 166 
that needs to be used in this case and maybe the teaching aids if I can say that. That can be 167 
used in the introduction of that particular lesson. If you are good in that particular lesson, 168 
then you must come and assist me with my learners and sometimes if you are in my class, 169 
I’m not there. That is what is happening in schools. 170 
 171 
Interviewer: ummmm, can you describe your communication with the PLCs? 172 
 173 
Respondent: ummmmmm. I think the communication is good, because after basically we 174 
are having a group chat of that particular… 175 
 176 
Interviewer: yes 177 
 178 
Respondent: that particular group, whereby at the end of the day, sometimes one may post 179 
a question and other educators are answering the questions and some may say, you can 180 
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see sometimes they argue, where they say no, it’s not like that, it must be like that and to me 181 
it’s interesting to see, showing the people want to be involved and there are some contextual 182 
factors that hinders them not to be fully involved 183 
 184 
Interviewer: But, they have something online? 185 
 186 
Respondent: Yes, that’s what we are doing and sometime, you know WhatsApp in this case 187 
is the quickest of them all, unlike the emails and others, but you may find that some 188 
principals they don’t like it. They just regard it as an informal way of communicating. 189 
 190 
Interviewer: is there any way, of uh, how would you describe the reporting and monitoring of 191 
PLCs? 192 
 193 
Respondent: Like I said, PLC is voluntary, you what, reporting, like the PLC to come and 194 
report to me, the way we communicate on WhatsApp, that’s the method of reporting . 195 
 196 
Interviewer: Yes, yes 197 
 198 
Respondent: But, it’s not a formal report, where that I can take it further, maybe where they 199 
are saying they are having a problem, talking on the WhatsApp, I can just go there and 200 
maybe outline it. You know, its not a very serious or intensive issue, whereby you can 201 
escalate unless otherwise. Your can escalate the matter to your DCS 202 
 203 
(Interruption: someone calls for the participant). 204 
 205 
Interviewer: As a facilitator, do you have to report? 206 
 207 
Respondent: you know what, we report it informally if I can say 208 
 209 
Interviewer: Informally (writes it down) okay. In your opinion what are your views regarding 210 
PLCs as a strategy for teacher leadership. 211 
 212 
Respondent: Like I said, madam I like it because it outlines a lot of things and the 213 
relationship amongst educators has improved, whereby the teacher feel free to do or to go to 214 
the next school and help the educator on that side. I think it’s a very good thing if maybe they 215 
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can change how they introduced the way it is and they make it formal, maybe every 216 
educator, I’m telling you, we are moving forward. 217 
 218 
Interviewer: can you provide some recommendations for promoting teacher leadership in 219 
PLCs. 220 
 221 
Respondent: mmmmmm. I recommend that the Department must do away with the issue of 222 
say its voluntary, especially if we are dealing within, it must be implemented within the 223 
department and secondly what I will recommend in this one is it must a structure that is 224 
recognized, if possible educators who are attending PLCs they must be remunerated in 225 
other way or kind. Doesn’t matter, you know what, you may find that this is a teacher, who 226 
has been a lead teacher directing this PLC throughout, no certificate, no points, nothing at 227 
all, no recognition at all from the Department. And once you are recognized in any kind, you 228 
get that moral support, you’ll continue working on that one. PLC is a very very good structure 229 
to me. 230 
 231 
Interviewer: is there anything you would like to add before we conclude? 232 
 233 
Respondent: mmm. What I can say is, with this PLCs, we must have maybe a day where 234 
we launch this PLCs because it was never launched, that’s why most of the educators don’t, 235 
some don’t understand what is a PLC. It was never launched, then whereby we are going to 236 
have a discussion about the PLCs. Iron out other issues. How to deal with it. And even the 237 
schools must be, mm, mandated to release educators, if there is a PLC day, maybe for 238 
scarce skills subjects, like Mathematics, Languages, accounting, there must be day where 239 
we are going to discuss this. If needs be, after further discussion we must be in a school 240 
where we go to classes, address the learners and the learners must be familiar with, “Okay, 241 
if I see this teacher from our neighboring school coming here, it means he is coming to assist 242 
us”. 243 
 244 
Interviewer: Uh, huh. 245 
 246 
Respondent: that is the main thing of leadership in their case. I think that will be fine 247 
 248 
Interviewer: Thank you so much. 249 
 250 
Respondent: Thank you. 251 
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APPENDIX 8: REFLECTIVE JOURNAL - SUMAYAH EBRAHIM 
 
Title: Professional learning communities as a strategy for advancing teacher 
leadership 
 
28 March 2018 
 
The purpose of this journal is to reflect on my thoughts during this master’s journey. The 
journal is not a data gathering method. I specifically intend to focus on methodological issues 
concerning my research.  
 
Today, I have just received feedback on my proposal from the reviewer. While I was relieved 
that it had been accepted with minor changes, I wanted to ensure that I clearly understood 
the feedback. In her review, *Prof Adam suggested that perhaps “my choice of schools must 
be guided by which schools have PLCs which can be described as successful”. In my 
telephonic discussion with Dr. Naicker (5:00 p.m.) on the feedback from *Prof Adam, we 
agreed that this was a pertinent point and needed to be followed up. However, at the back of 
my mind, I knew from discussions with colleagues and teachers that this would be a difficult 
task, as I was often told that PLCs barely exist at school level. So as an alternative I decided 
to search for both school based PLCs and subject based PLCs that currently exist across 
schools in various districts. In an effort to ensure that I would get rich data, I decided that the 
participants chosen must have participated in PLCs for at least one year. 
 
The next issue discussed with Dr. Naicker was the possibility of a title change based on 
methodological aspects and triangulation of data. As a matter of priority, the choice of 
research site and sample aspect needed to be finalised as this is a pre-requisite in order to 
obtain GDE Clearance. I have heard from other students the obtaining of GDE clearance 
can be a slow and tedious process and therefore I was aware that I needed to act timeously. 
 
I wanted a structured approach that would highlight the rationale for my choices. Firstly, I 
created a list of possible individuals that could assist me with information or direct me to 
others who could provide the information relevant to my research. Having not being a 
practicing teacher in South Africa for the last 5 years, I do not have any knowledge of current 
standing of PLCs in education. Armed only with knowledge that they should exist according 
to policy (ISPFTED) and according to the timeline prescribed in this policy indicated that 
PLCs should be at a functional level by 2017, I decided to adopt a snowballing approach as 
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a method to obtain information from teachers. I intend to begin with *Jack, a participant of a 
PLC, and fellow colleague, referred by Dr. Naicker. 
 
29 March 2018: Beginning to screen 
I spoke with *Jack (6:44 p.m.) today and he informed me that PLCs was a “trend” in his 
district and locating teachers who were currently participating in PLCs would not be a difficult 
task. When asked if PLCs existed at school level he indicated that he was unsure but 
confirmed the existence of subject PLCs at district level. This information was encouraging. 
*Jack is currently a teacher of social science in the intermediate phase in the X1 district and 
a member of a PLC consisting of teachers of social science across schools in his district. I 
was unable to determine if there was some form of clustering. He provided the contact 
details of the facilitator for this PLC who I could approach should I have further questions. 
 
31 March 2018: Pre- screening 
Today I had an interesting conversation with *David (3:29 p.m.) a Masters’ student at UJ, 
regarding PLCs and how they exist in his school/district. *David has been a leader of a PLC 
for Mathematics teachers in the intermediate phase for the past three years. According to 
*David, PLC exist by subjects and members of a PLC come from the schools within the 
district. He could not identify any school that had PLCs operational at school level. *David 
showed an interest in being part of my sample for research and provided details of his 
district facilitator, who may be of assistance. 
 
Feeling confident from this conversation I contacted approximately 45 teachers 
telephonically and on social media, in an attempt to identify functional school based PLCs 
and subject based PLCs. 
 
2 April 2018: Some questions asked during Pre-screening 
 
 
 
 
 
 
 
 
 
 Subject currently teaching and Grade. 
 District 
 Are you aware of PLCs and do you belong to a PLC? 
 Does your school have school based PLCs? 
 Are you part of subject based PLCs? 
 If yes, how often do you meet? 
 Would you be interested in participating in a study 
relating to teacher leadership that involves PLCs? 
 Can you recommend another teacher preferably from a 
different school that I may contact? 
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4 April 2018: Discussing alternatives 
Telephonic discussion with Dr. Naicker (6:24 p.m.) 
I provided Dr. Naicker with an update regarding my current search for PLCs and participants 
of PLCs. I confirmed that it would be difficult to obtain participants of PLCs at school level. 
PLCs seem to be operating more at district level and within clusters according to subject 
areas. Dr. Naicker suggested that perhaps we should look at changing our initial sample of 
teachers from 3 primary schools to teachers from 3 subject based PLCs at district level. 
This would change the research methodology from a generic qualitative research to a 
multiple case study. I also decided to create a spreadsheet to in order to track the people I 
speak to and their answers to my questions. 
 
5 April 2018: Pre- screening 
Today I spoke with *Lilly, an Afrikaans teacher in the *X1 district. Reflecting on this 
conversation, as well as numerous recent conversations with other teachers, made me 
realize that the term PLCs and its utilization was ambiguous. Although *Lilly initially indicated 
that there were PLCs existed at her school and district, her description what occurred at her 
“school PLC” seemed similar to traditional subject meetings that have always been in place. 
These meetings were run by HODs and primarily involved administrative tasks required by 
the school from that particular subject department. There was also mention of subject 
clusters at district level. I am beginning to feel that perhaps PLCs was just a new name 
being given to an old system. After explaining to *Lilly ideally what a PLCs should be, she 
agreed that at her school they are not functioning at this level. 
 
5 April 2018: Pre- screening 
Telephonic conversation with *Salma (11:54 am) regarding PLCs in her school. Ms *Salma 
is HOD of English in the FET phase at a private school. 
There are no PLCs at school level, however she participates in an English PLC within her 
cluster (X2) and was willing to contact her facilitator in order to establish if she would be part 
of my research. 
 
5 April 2018: Snowballing and Pre-screening: tracking informants 
Thus far, I have spoken to numerous teachers, facilitators and principals. I feel terrible for 
having to disturb people during the school holidays, but time is not on my side and I am 
trying to be courteous and to the point as possible. 
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I realised that I am doing some form of snowballing to determine my sample and am 
beginning to wonder if snowballing may be a possible method used in my research to obtain 
my sample. I must make a note to ask Dr. Naicker. 
 
My spreadsheet is growing. I can already pick up some trends: 
 Districts showing most PLC activity are *X3 and *X4. 
 PLCs identified function as subject based PLCs at district level. 
 No evidence of school based PLCs least of all “functional”. 
 Some subjects like English and Science in the specific districts have not 
implemented PLCs at all. 
 
9 April 2018: Pre- screening 
I met with * Jane today (11:30 am at the district office). She is a Maths facilitator in the senior 
phase in the *X1 district.  I asked her to describe how her PLC meetings functioned. She 
said that in the past the meetings occurred very frequently, almost bi weekly but since the 
cut in funding, PLC meetings occur twice a term and the primary focus was content. She 
also mentioned that initially these meetings were well attended but now numbers seem to be 
dwindling. One aspect that she highlighted was, Unions has made teachers aware that 
participation in PLCs was voluntary. *Jane also explained how the teachers were grouped 
into clusters based on geographic locations. She invited me to attend the meetings and 
observe. She was also able to identify many teachers who would be willing to be 
interviewed.  
 
While waiting for *Jane, I met *Lungi who is the facilitator for English in the intermediate 
phase and we discussed my research. She seemed willing to participate in my research and 
provided details of upcoming PLC meetings which I could attend. 
 7th May 2018 at * Roseville primary school 
 8th May 218 at * Alpine Primary School 
 10th May at *Rose Teachers Center 
 
I felt a sense of accomplishment after the meetings I had today. It gave me a sense of hope 
as I felt welcomed and my research seemed to inspire much curiosity. With this positive 
mindset, I turned my attention to my spreadsheet in an effort to identify the sample that 
would provide me with rich data. 
 
12 April 2018: Reflecting on reviewer’s suggestions 
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I sent my sent my proposal to Dr. Naicker with the suggested changes. These changes 
included: 
 removing generic qualitative research as my research method and replacing it would 
multiple case studies.   
 A change from my initial site which was schools to subject based PLCs at district 
level. 
 
Eagerly awaiting feedback so that I can proceed with GDE clearance. I noticed that 
communication to and fro and getting the relevant paperwork takes a lot of time. It makes me 
feel a bit helpless as I peruse through the dates provided for PLC meetings. Delays with 
GDE clearance may cause me to miss my observation session.  
 
I turned my attention to drafting an interview and observation schedule. 
 
18 April 2018: Challenges surface 
Telephonic discussion with Dr. Naicker on the changes I have made in the proposal. 
The following points were raised: 
 All reference to school should be removed as the sample is now subject based PLCs 
at district level. This was something I should have seen, yet didn’t so I am annoyed 
with myself. 
 Since I intend to interview facilitators they become part of my participants and so I 
should not refer to them as “secondary” participants. The only reason I included this 
in my research was because I was trying to accommodate Adams suggestion that 
despite this being a minor dissertation I should have multiple sources of data 
collection. Makes triangulation possible (not sure if triangulation is the right word to 
use, I have read that I should be wary of using this term loosely). 
 However, adding facilitators to the sample would result in a change in topic as we are 
no longer dealing exclusively with teachers, hence the title is now: Professional 
Learning Communities as a strategy for teacher leadership. Right now, I am a 
little confused and hope I am meeting criteria I may still not know off. 
 I also added observation of PLCs meeting to my data collection. This also came with 
challenges. My first challenge was TIME! PLC meetings were set to happen soon 
(end of April) and I had yet to obtain GDE clearance. The second challenge involved 
the drawing up of an observation schedule and I have no idea at this point what it 
should look like. Thank you, Google, for providing some ideas in this regard.  My third 
challenge involved getting permission from all participants being observed at the 
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PLC meeting. I thought that consent from facilitators or lead teachers to my presence 
was sufficient, but was informed by Dr Naicker that this was not adequate as anyone 
being observed needed to agree in writing.  This meant I would need to ensure that I 
provide all members with an information sheet on my research and consent forms.  
 
 Dr Naicker asked me to adjust some questions on the tentative interview schedule. I 
needed to give some thought to how to make my questions more open ended. In 
addition to this, she required additional work on the research method and sampling 
as it was not clear enough. 
 
I set aside time and dedicated my complete attention to rectifying the above issues. I sent 
my updated proposal on the 19 April 2018.   
 
18 April 2018: Pre-screening informed data collection methods 
 
Telephonic discussion with *Mr Dibete (Maths facilitator) today. I discussed my research with 
him and outlined what it would entail. He was very accommodating and agreed to be part of 
the sample. I followed up this telephonic discussion with an email confirming what my 
research entailed (interviews, observations) and requested dates for the upcoming PLC 
meeting. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Data collection methods 
 Interviews with 2 teachers 
from four different PLCs 
 Observations of 2 meetings 
from 4 different PLCs 
 Interviews with facilitators 
from each of the PLC 
Does this 
meet the 
criteria of 
a multiple 
case 
study? 
 
A note on document analysis and why it was not chosen as a method of data 
collection. 
 
 During pre- screening I asked teachers, principals and facilitators questions relating 
to the recording of PLC meetings. In most cases I was told that there was no formal 
record or minutes were taken on some occasions. Some of the reasons given for the 
lack of recording included the stance that PLCs were voluntary and sometimes 
occurred informally. With this in mind, I did not include document analysis as part 
of my data collection method. 
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19 April 2018: Pre- screening 
The pre-screening continues. I spoke with *Ms. Devi from *John Smith Primary School in 
*Area X4 today. She is a Grade 4 English teacher, the HOD for languages in the 
Intermediate Phase and Deputy Chair of a Language PLC in the district. 
She was a wealth of information and for the first time I found a school with some form of 
functional “PLC” at school level. I’m not sure if PLC is the right term as she sometimes 
refereed to meetings as “subject committee meetings”. Nevertheless, my interest was piqued 
and I made a note of this. 
 
She described how her PLCs functioned. This was important as I realised that PLC meeting 
occurred at two levels. The first level was a PLC meeting between the facilitator and three 
members of the cluster PLC. These three members were chosen leaders of the PLC. 
Teacher leaders were either appointed by the facilitator, volunteered their services or elected 
by their peers. At this meeting, referred to as “PLC Executive Council Meeting” 
discussions were held regarding the needs and concerns of the teachers and the 
departmental requirements related to the subject for that particular term. It was the 
responsibility of the teachers to filter important information discussed to teachers in the 
cluster. This was done through scheduled “PLC Subject Meetings”. I found this interesting 
as this did not come up in my previous discussions with other facilitators. 
 
Dates for upcoming PLC meeting include: 24 April at * Randle Primary school from 2pm to 
4pm. 
 
29 April 2017: Final Changes to Proposal 
After a lengthy discussion with Dr. Naicker regarding the changes that needed to be made 
we agreed on the following: 
 
The following changes were made to the research proposal, GDE application form and the 
ethical clearance application: 
 
1. Title changed from teacher’s perceptions of professional learning communities as a 
strategy for teacher leadership to educators’ perceptions of professional learning 
communities as a strategy for teacher leadership. 
2. Research methodology changed from generic qualitative study to multiple case 
study. 
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3. Research instrument changed from focus group interviews to individual interviews 
with teachers and facilitator as well as observations. 
4. Schools have been replaced with subject PLCs at cluster level in the district. 
 
27 April 2018: Problem with ONE observation 
This aspect has been bothering me. I discussed with Dr Naicker and she agreed that one 
observation is insufficient but there was simply nothing I can do as these were scheduled by 
the GDE. I wondered about doing other observations of other clusters within the same 
subject area under the same facilitator, but it would be a different group of teachers. I am a 
little frustrated that I don’t know for sure if this would be okay. I am also quite perturbed that 
there are no documents to analyse. It is my hope that this journal will illustrate the rationale 
for the choices made. 
 
1 May 2017: Samples falling of the study  
As the time draws near to my going into the field I have been the recipient of bad luck. One 
of my facilitators withdrew completely stating he was new to the Department and not 
comfortable with his PLC being a part of my sample. This was after he initially agreed 
months ago to participate! Another facilitator is resigning in August but has still agreed to 
participate. Today I found out one of my facilitators from my PLC samples has resigned and 
is no longer available for me to interview her. This means that I need to contact her 
replacement as soon as possible, a difficult task as I am getting no response to my emails or 
telephone calls. I am becoming a little anxious with my disappearing sample, but I will 
persevere and search for new samples that meet the criteria. 
 
Soon I will be completely in the field, and I pray that all goes smoothly. 
 
On a good note, I completed the proposal summary for Dr. Naicker, so I know my proposal is 
heading towards Higher Degrees Committee. Hoping for good news. 
 
3 May 2018: Following up on GDE 
After spending days calling the GDE Research division an emailing them I have finally got a 
response stating that the documents are in order (telephonic) and that they are busy with my 
clearance letter. I pray to God that all goes smoothly and this clearance reaches me quickly. 
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4 May 2018: GDE Clearance! 
Received GDE Clearance WhoooHooo!!! I was so impressed. I sent the GDE an email 
thanking them and the GDE for their prompt response and excellent service. 
Now I am ready to go into the field! 
 
6 May 2018: Not yet, another clearance …….. 
 
One more clearance needed. 
 
Gosh there has been so much of paperwork , but I am almost there so I will preserve. 
 
Dr Naicker says that I need to inform the district so that I will be conducting research. 
 
With GDE approval already , I did not envisage this to be a difficult task and sent off the 
documents with the cover letter to relevant person in the  X1 and X2 district. 
 
6 May 2018: Scrutinising the interview schedule and piloting 
Thus far, Dr Naicker and I have been sending emails back and forth in an effort to finalise 
the interview schedule and include possible prompts. This task required deep thinking. I 
found myself continuously returning to my aims and objectives that I listed in my proposal, to 
ensure my questions were aimed at getting the answers I needed. 
 
Feeling adequately prepared, I turned to the list of teachers and facilitators in search of a 
teacher and facilitator to pilot my interview. I have never done an interview before in the 
capacity of a researcher, so I needed to see how this would go and what information my 
questions would yield. Later on, when I listened to the interviews I realised that my interview 
skills were not up to scratch. I found that often used phrases like “uhm” when spoke, in fact 
too often and made a mental note to correct that. I also found that sometimes when I probed 
I unintentionally asked a closed question. This in itself was frustrating as I was aware of the 
importance of open ended questions but in the moment, as the conversation flows I found 
that I did not take time to think the question through. 
 
I did get some good data though, so I am pleased with that. But I wonder, if I would be able 
to use the data of pilot interviews as this did not form part of the selected sample? A 
question I must remember to ask Dr Naicker. 
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7 May 2018: My first interview  
 
My first interview was with the history facilitator. I was initially a little anxious and obsessing 
about getting things right but as soon as I met him I was immediately at ease. He had a 
wonderful and accommodating personality and the interview went smoothly. 
 
However, when I reflected on this interview I realised that even though he answered all my 
questions I could have probed more. The duration of the interview was 11 minutes, and this 
bothered me. I called Dr. Naicker and she gave me some ideas on how I could probe deeper 
on some questions. I amended the interview template and included the prompts as a 
reminder to myself. I am eager to see the effects of these changes in my next interview. 
 
7 May 2018: My first observation 
My first observation was a Maths Senior Phase PLC meeting at *Jacksonville Primary 
School. The facilitator introduced me and I described my study. I informed the teachers that I 
would need their permission and asked them to please sign the informed consent. 
 
In my field notes of this observation, the one thing that stood out for me was the presentation 
by a teacher on “how do I teach”. In this presentation the teacher demonstrated how she 
planned and taught several mathematical concepts for example “multiple and factors in 
ordering fractions”. This is a great example of teacher leadership and sharing of best 
practice is a key element of PLCs. 
 
A point to remember for future observations is perhaps I should go through the informed 
consent with teachers as many had filled the form in incorrectly, ticking boxes that were 
unnecessary and leaving out the important information. I need to find a way this to consent 
filled in correctly without taking time away from the meeting. 
 
10 May 2018: Interesting points to take note 
Dr. Naicker called today. It was comforting hearing from her. I am often filled with doubt 
while in the field as to whether I am doing the interviews correctly, making adequate 
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observation notes etc. I have also been feeling very despondent with participants dropping 
out or constantly rescheduling.  I began to worry if perhaps my approach was the problem. 
Just talking to her was cathartic and her suggestions gave me renewed sense of hope and 
confidence. 
 
Dr. Naicker also reminded me to take note of the following: 
 Create a biographical information of each participant as this would need to be added 
to dissertation 
 Numbering of the interview 
 Importance of pauses, silences, sighs to be noted 
 
I also brought up concerns about length of the interview and was given advice to probe more 
and not overthink the duration. 
 
11 May 2018: The challenge to adapt my personality and be more approachable 
I had my interview with the Maths facilitator. Considering Dr. Naicker’s suggestions and 
having spent time reflecting on how to improve I went into this interview more confident and 
determined to improve. As I transcribed the interview later that day, I was satisfied with my 
efforts and already had a few more ideas on how I could improve. 
 
I guess the best way to learn is by doing!  Interviewing is a craft, that can only be improved 
with practice. How I wished I could have mastered this craft earlier in my studies, instead of 
learning in it in what I considered the most important study of my career. 
 
14 May 2018: Observation of a PLC Executive Meeting 
Today I observed a PLC executive meeting for maths intermediate phase at * Bishop 
Primary. I was impressed with the way the meeting was conducted. It was the first time I 
could see implementation of PLC characteristics and strong teacher leadership. There was a 
formal agenda and evidence of shared collaboration and responsibility. I ensured I took 
extensive fields notes (Refer to notes in file). After the meeting I had my interview with one 
member of the PLC.I left this meeting feeling confident and optimistic and promised to return 
tomorrow to observe their plc meeting in action. 
 
16 May 2018: A different view 
Generally, most of the participants I interviewed and spoke to had positive things to say 
regarding PLCs and teacher leadership. However, today I encountered a different view. 
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*Mrs. Hawkes, an experienced History teacher looked very tired at the end of a long school 
day. She was quite frank about her feelings regarding PLCs.  While she did see some 
benefit especially during the exam period when the PLC set common exam papers, she was 
of the opinion that PLCs were a waste of one’s times. She described her heavy work 
allocation and large classes and how this impacted on her personally.  She did not see any 
opportunities for leadership in the PLCs that she attended. But did offer some good 
suggestions regarding how teacher leadership could be implemented in PLCs.  
 
I found this interview very thought provoking. It showed the everyday realities of most 
teachers in South Africa, and touched on the practical problems faced when implementing 
PLCs. 
 
17 May 2018: The pain of transcription  
I thought transcribing will be a simple enough task, but it was so time consuming and tedious 
and I already began to fret about what the data may reveal. I had so many questions and 
decided to keep a list for my next conversation with Dr. Naicker. 
 
 Do I record interruptions like background noises (construction) or people talking in 
nearby?  
 Am I probing correctly? 
 How do I get my participants to verify their transcripts? Would the best way be via 
email or should I physically go to them and ask them to sign their transcripts? 
 Should the participants be provided with an opportunity to edit, clarify information 
provided. Are they allowed to add new material to their transcripts? 
Below I found information on the possible advantages and disadvantages of 
interviewee transcription review from:  
 https://www.ncbi.nlm.nih.gov/pmc/articles/PMC2713273/ 
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18 May 2018: Confirming the accuracy of transcripts. 
Feedback from Dr Naicker regarding validating transcripts. She suggested that it is sufficient 
to provide a copy of the transcript to participants to confirm accuracy. 
 
Given the time frame I have this this would work for me. I drafted a small template below as 
evidence that the transcripts were seen by participants and they had confirmed its accuracy. 
 
Dear participant 
 
Please see interview transcript attached. 
 
Please confirm that the information in your interview transcript has been transcribed 
accurately. 
 
Signature : ________________________   Date: ________________ 
 
 
Keep in mind 
when 
discussing this 
aspect with DR 
N. 
200 
 
This will be attached to the transcripts and filed. 
 
21 May 2018: Rescheduling  
I seem to be having a problem with one sample in particular. After initially agreeing to be part 
of the sample during the proposal stage, I experienced great difficulty getting in touch with 
the facilitator of this PLC. There were several cancellations of the PLC making observation 
difficult and rescheduling of the interview.  
 
I eventually managed to confirm a date for today. I arrived timeously and waited, only to be 
informed that she was unable. This is so frustrating!! 
 
22 May 2018: A History PLC in action 
This PLC observation was an eye-opener. I witnessed firsthand the setting of a standardised 
exam paper for the upcoming mid- year exam. Led completely by teachers in the absence of 
the facilitator, teachers decided what to include in the history exam paper for the district. 
They worked in groups, drawing on resources they had brought in to the session and 
carefully designed questions to be included. Each teacher was responsible for a particular 
question in the exam paper. Other responsibilities included checking appendices, typing onto 
the standard template, editing, mailing the complete exam to the schools on the agreed date. 
 
Once complete, the exam paper was projected onto a screen and all teachers checked if the 
criteria for Bloom’s taxonomy was met. There was lively professional discussions and heated 
debates during this session. Teachers seemed to have good relationships with their peers. 
There were clear signs of teacher leadership. 
 
25 May 2018: Removal from sample 
 
Today I attended the Science PLC. The facilitator was unsure of attendance due to protest 
action in the area. Despite the protest the PLC was well attended (approximately 18 
participants). The title of the session was “Advocacy of PLC” and I soon found out that this 
PLC was not functional at all. This PLC was set up last year, the facilitator was new at that 
time and was aided by a colleague. Since then the facilitator had not followed up on PLCs 
and participants confirmed that they had not met for more than year. Another interesting 
point was that PLC leaders elected last year were not in attendance at this meeting. During 
the session the facilitator made provision for the formation of new PLCs at the next meeting, 
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at which new PLC leaders will be elected. As I observed and took down notes, I realised that 
this PLC did not meet the criteria for my sample.  
 
Luckily for me, I had taken the wise advice of Dr. Naicker and oversubscribed when it came 
to my samples. At this point in the term it would be very difficult to find a whole new sample 
to replace this one. I must admit I was a little frustrated as I had informed the facilitator 
during the early stages of my research as to what my research entailed and he agreed to be 
part of my sample. I was unaware at that time that he had problems with his PLC and that 
they were not functional. 
 
28 May 2018: Getting up close to the data 
Transcribing is a long and tedious process. Though I must admit, it was through this process 
that I found areas to improve in my interview technique. Another factor that made it bearable 
was Henning’s advice in her book, “finding your way in qualitative research” where she 
emphasizes on the importance of novice researchers transcribing their own work as this 
makes them very brings them close to the data and makes analysis easier. 
 
On the point of analysis, I am reading extensively on content analysis in order to be ready for 
next phase. Seems a little confusing at the moment but I just keep reading. My need for 
reassurance is bit overwhelming but I need to try to figure this out and I am sure the reading 
will clarify some questions. 
 
My readings indicate that coding should start while I am still busy in the field, so even though 
I am not confident, I am attempting to code using the knowledge I gained. Since I learn 
better visually, I am also using you tube videos that illustrate how coding, categorizing and 
content analysis is done. I find this very helpful. 
 
Just to be sure that I am on the right track, I have spoken to *Jane regarding how she coded 
her data, since she also utilised content analysis in her studies. Her explanation was also 
helpful and my mind is slowly putting the pieces together. I also intend talking to *John. I 
remember him saying once, that he had done analysing in his Honours course and wouldn’t 
mind assisting when the time came. I like keeping in contact with my colleagues as 
discussing our ideas makes it easier to think clearly and logically. 
 
 
 
202 
 
29 May 2018: Researchers are beggars! 
I have finally been able to observe my most elusive PLC! At one point, I considered 
removing this PLC from my sample due to constant re-scheduling, but I am so glad I did not. 
The facilitator to this PLC was new, having just been appointed in the last few months. All 
arrangements regarding my research in this PLC were made with the previous facilitator, 
who had moved on to take up a principal post. As a novice researcher, it worried me, when 
things happen to a sample that may interfere with my research. 
 
Luckily, for me, the new facilitator agreed to be part of my research and accommodated my 
observation of the PLC. During this observation, I noticed how after the opening of the 
session, the atmosphere changed from facilitator led, to teacher dominated. The PLC was 
well attended with approximately 25 attendees. The agenda included: feedback from auditor 
general visit from school visits, curriculum coverage, using the curriculum coverage tool 
correctly, lesson plans, CIPELT training and the Na’ibali Reading Club.  As each point on the 
agenda was dealt with, teachers stepped up and voiced their opinions. They asked for more 
practical sessions on moderation, expressed difficulty keeping up with the prescribed worked 
scheduled, sought clarification on curriculum and assessment issues, shared ideas on how 
standardise exam papers. Such was the intensity of the discussion, that the facilitator had to 
interrupt at some points in order to proceed timeously with the agenda. The fact that this 
PLC went over the scheduled time and teachers did not seem concerned by this, is a 
positive sign of real engagement. Many teachers volunteered to participate in the upcoming 
various training scheduled and share in tasks and responsibilities that were required. This 
was a significant indicator of teacher leadership. 
 
30 May 2018: Need to pick up the pace 
Time is running out!  
 
It’s taking me too long to transcribe this data. After I transcribe, I replay the interview in order 
to check that I have not missed anything, spelling and grammar and ensure all names were 
replaced with pseudonyms. While doing this, I have at the back of my mind, the awareness 
that I should be busy writing chapters.  
 
I am more comfortable giving a chapter my undivided attention, especially my chapter 2 
(literature review), however, I realized that is do not have that luxury and I’d better multi-task 
or I may find myself under serious pressure. I still need to get some methodology books and 
articles for chapter 3, and finish chapter 2. 
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Deep breaths needed, focus, and keep going! 
 
1 June 2018: Safety when conducting research 
I had my interview with *Mr Bhengu at his school in *Jacksonville. This school is situated 
next to an informal settlement, in a poverty stricken area in Johannesburg. When I arrived at 
the school, there was protest action taking place on the streets, making the school difficult to 
access. All access to the school was closed off and entrance was through a single gate that 
had a giant padlock! My husband, who had driven me, was horrified! He argued nothing was 
worth jeopardizing my safety and I should look for an alternate. I contemplated re-
scheduling…It would not be easy at this point to find an alternate. I noticed police presence 
and used this as way to get into the school. To my surprise, *Mr. Bhengu did not seem 
perturbed by the unrest outside. He described it as a regular occurrence. During the 
interview he spoke passionately about poverty and violence that surrounds this community 
how we as educators need to work together to improve the lives of students. *Bhengu is a 
lead teacher in the Math PLC and regularly attends training at Sci-Bono. He described how 
these trainings and meetings has expanded his network and helped him improve his 
practice. He proudly states that his cohort has the best results in the school (92%) and is 
recognized by the district. He believes that this achievement motivates colleagues to reach 
similar results and maintain a high standard. 
 
4 June 2018: Last interview!  
My interview with *Mandy was very interesting. This young teacher leader (1 year PLC 
experience) had a lot to say. She described how her participation in the PLC as a young, 
novice teacher helped her improve her teaching. She voiced her struggles with multi subject 
allocation, her move from text- book dependence to being more resourceful, the frustration 
with late departmental communication via memos and most importantly her battle to keep 
pace with the prescribed work schedule. *Mandy believes that her participation in the PLCs 
gave her access to important information and allowed her to build a relationship with her 
peers. By interacting and communicating with her colleagues, she realized that she was not 
alone in her struggles. In her presentation to her colleagues at a PLC, she shared best 
practices relating to lesson planning and tips on how to ensure that the deadlines in the work 
schedule were adhered to without compromising on the quality of work. I had the pleasure of 
observing this presentation, which was indeed insightful. With regards to teacher leadership, 
*Mandy highlighted leadership skills that she thought was pertinent. These include the ability 
to listen and communicate. The lack of participation and apathy displayed by some 
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colleagues greatly concerned her. She believed that mere participation in the PLC and 
voicing one’s opinion was a sign of teacher leadership. With my last interview completed I 
was looking forward to settling in completing transcriptions. 
 
5 June 2018: More transcriptions and double checking transcripts 
My days are filled with transcribing. I wish I had a friend to double check this. I looked at 
some transcription software online, but felt a little uneasy to use any. Unless I had a 
recommendation for a particular software from someone who had used it, I was not willing to 
waste time by dabbling in tech world. I opted to re-listen to all recordings once more, in an 
effort to double check the transcripts. 
 
17 June 201: An opportunity to publish 
Dr Naicker asked if I would be interested in putting something together for the conference 
that UJ would be hosting In August (16-17). Although, I am excited about this opportunity, I 
am not comfortable with the pace of my progress, and would prefer to focus on my Masters. 
But, my mind began to rationalise this. As part of my Master’s I am required to publish, so 
this would be an opportunity to get this done. Dr Naicker, would co- author and this would 
provide me with support, something I would appreciate and benefit from in my first 
conference.  
 
So, we worked on an abstract telephonically. I like our discussions as I often see things 
differently.  So now, it’s all work and really no play as I need to sort out my findings and 
recommendations that I would include in the abstract.  
 
The pressure is intense. All chapters need to be completed and sent to Dr. Naicker, then 
sent to an editor, as well as paper of 20 pages need to be written asap. If the trip to the 
University of Florida (UF) materialises, there will be more to deal with.  
 
At this point, I feel that even writing this journal is taking time away from more important 
tasks. All that one can do, is keep going! 
 
18 June 2018: How to code 
The more I read about coding, the more confused I became. It seemed simple enough in the 
guidelines in articles and book (Henning’s) but I began to overthink it, I think, which seemed 
to compound matters. It was not until I watched Sam Cotton visually demonstrate coding, on 
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a YouTube video that it started making sense. She used what she referred to as “Taylor- 
Powell” approach. 
 
I watched, I paused, then practiced and after the first transcript I seemed to have gotten the 
hang of it.  
 
All I needed to do was ensure that I am able to explain in detail my process. So here goes 
 
MY CODING PROCESS 
 
1. Read all the transcripts and observation notes. Yes, all 16!!!. 
2. As I read, general impression began to form in my mind, headings, themes, patterns. 
(My brain was a hazy, foggy mess). 
3. I started with my first transcript and read this slowly, resisting the urge to raise my 
colourful pens and highlighters to annotate. 
4. On my second reading, I read each line and literally asked myself out loud “What 
does this mean”? lol, it was strange, but worked. 
5. I then highlighted the segment and assigned a code. Example; if the PLC met twice a 
term I labelled it frequency. 
6. I had to take breaks from, the transcripts, as I sometimes felt irritable and wanted to 
just skip parts that I thought were irrelevant. 
7. I didn’t skip, I knew that it would come back to haunt me and may result in recoding. 
8. I also created an excel spreadsheet, and once a transcript was coded, I entered the 
codes. 
9. I noticed that sometimes my codes were actually sentences, but decided to leave as 
is for now. 
10. I think the spreadsheet will help me categorise more easily as all the codes will 
appear on one sheet and I could highlight similar codes in one colour. 
11. I pray that I am doing the right thing!!!! I really don’t want to start again. 
 
20 June 2018: Writing chapter 3 
I decided that I need to take breaks away from the transcripts and coding. Doing this allows 
me to see the data with more clarity. Chapter 3 has been on mind for a while. I even have a 
draft skeleton with headings in my mind and while it remains there, I thought it best to get it 
down on paper. It feels good to have officially started my chapter 3!!! As I write, I realise that 
I need to go back to the library for books on research methodology. The editions I have are a 
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bit old and I would like ref the latest editions. In an effort to ensure that I did not miss any, I 
tried to work in a chronological fashion… starting with application for GDE clearance. Below 
is my mind-map of ethical considerations made during this study. 
 
PERMISSION - GDE CLEARANCE
RESEARCH INFORMATION SHEET 
INFORMING PARTICIPANTS 
ABOUT THE RESEARCH
CONSENT LETTER; INDICATING 
WILLINGNESS TO PARTCIPATE
PARTICIPATION VOLUNTARY AND 
MAY BE WITHDRAWN AT ANY 
TIME.
CONFIDENNTIALITY AND 
ANONYMITY MAINTEINED USING 
PSEUDONYMS. 
STORAGE OF DATA 
ELECTRONICALLY IN PASSWORD 
PROTECTED FILE.
ETHICS
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5 June 2018: Writing fervently 
I contemplated how I should proceed with the writing of my chapters. I really wanted to be 
smart about this if I wanted to make that trip to UF a reality. I found that the simplest way to 
do writes was to look at the sample provided by Dr. Naicker. I also perused through some 
dissertations to orientate myself on academic writing.  
 
I must confess that I have a terrible habit that my husband refers to as “talk type”. As I think, 
I talk and type. I pay no attention to spelling and grammar. This helps me write freely but is a 
reader’s nightmare. I know I will be doing many revisions of the work. Sigh. 
 
30 June 2018: Swamped with paperwork for University of Florida! 
The paperwork for the possible study abroad stint, started around April 2018. Since then, 
there has been communication with internationalization departments with UF and UJ. With 
the planned departure set for 15 July 2018 a lot of time is being used in zoom interviews at 
UF and compiling the relevant paperwork. Finalising funding available is a huge issue. 
These distractions are slowing me down on my chapters.  
 
16 August 2018: Off to the University of Florida 
The long awaited visa has finally arrived! Travel plans in place. Scheduled departure: 18 
August 2018 – My birthday! 
 
19 August 2019: First Day in Gainesville! 
Woke up this morning with an immense sense of relief and a little excitement that we are 
finally here. First things on our to-do list was obtaining food supplies, so off we went for a 
walk-in search of a grocery store. Gainesville is beautiful and I fell in love with it instantly. 
Surrounded by tall trees and historic buildings, with little stores owned by members of the 
community. This was the perfect place to write my chapters! 
 
21 August 2018: Meeting Dr. Jo  
I woke up early to get ready for my appointment with Dr Jo. Was a little nervous, wondering 
about the university, the students, the professors, unsure of what to expect. But my concern 
melted away as soon as she received me. The warmth in her welcome and her sincere offer 
of help was much appreciated. We discussed my work and drew up a plan of action for my 
time at UF. I gave her my wish list! 
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- Look up some classes that I would like to attend 
(especially Dr. El) 
- Present my work. 
- Possible feedback on chapters 
- Visit the local school attached  
- Arrange for me to take some online courses 
- Interview faculty members and some teachers that 
belong to PLCs 
 
22 August 2018: Getting productive 
Today was the first fully productive day since the running around for visa and the ticket. I 
needed a day like this to get my focus back again. Jo was phenomenal and came through 
with arrangements to meet the people she referred. The week was lined up with 
appointments. 
  
23 August 2018: Preparing for meeting with Dr. Alyson Adams 
Hoping to have a meeting with Dr. Alyson. I’m wondering how much of assistance I can ask 
for. I made the following points: 
 Critical feedback on chapters. 
 Access to resources on teacher leadership and PLCs. Suggested readings? 
 More detailed knowledge on how PLCs operate in USA. Interviews with teachers? 
 
25 August 2018: Presenting to a Doctoral cohort 
I was a little nervous when *Doctor El informed me that I can present my work to her doctoral 
cohort. I knew I would present soon, and my time was here! I prepared some slides for my 
presentation but didn’t get an opportunity to use them. I spoke about my research and what 
motivated me pursue this topic, I described the limited opportunities for teacher leadership 
and the recent introduction of PLCs in South Africa.  My audience responded, warmly and 
enthusiastically with lots of questions. I loved how they gave me examples of aspects of my 
209 
 
research in their own school contexts. This doctoral cohort was part of a hybrid learning 
environment and had travelled from all over the USA to attend this class. I was blessed with 
the fortune of obtaining their insight and pray that I may accomplish great work before I 
leave.  
 
28 August 2018: Feedback on chapter 3 
Today was the first meeting I had with Dr. Adams after I had sent her my work. I was 
anxious. I appreciated the feedback. I listened intently and made notes on aspects that 
needed fixing. I understood the points she made. Aside from the change in methodology, 
most corrections were easy to fix. 
 
29 August 2018: Wrestling with Chapter One 
Chapter one was the most difficult chapter to write. Dr. Naicker has reminded me on several 
occasions that this should be well thought out chapter with a strong argument. I wrestled 
with this for many days and in the end, it still felt inadequate. I decided to send it to Dr. 
Adams and await feedback. Perhaps there would be some advice she could provide. 
 
4 September 2018: Supervision at UF 
With the number of days in Gainesville slowly decreasing, I ensure that I made notes of all I 
needed to ask Alyson. Opportunities like these are rare and I wanted to make the most of my 
meeting. We spoke at length regarding the change in methodology from multiple case study 
to generic and the implications it would have on the data. At the end of this discussion I was 
sure that generic was a better fit. She loaned me her copies of methodology books for 
additional reading. Later, I had a lengthy discussion with Dr Naicker regarding the 
methodology change. She gave additional valuable input supporting the change to a generic 
qualitative study. However, this meant that I needed to rewrite the methodology section in 
the dissertation. I am grateful to have guidance from two great minds! I intend to soak in all 
the advice and guidance given. 
 
Unfortunately, Alyson could not help with a theoretical framework. Though she took her time 
and went over MacBeath’s taxonomy to see if it fit, I realised in the process that it was not 
going to work. More work here too, it seems. I think I need to read more literature to get a 
better handle on distributive leadership. There is no escaping the reading and no short 
cuts…I guess. 
 
I then turned my attention to chapter five.  
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5 September 2018: Chapter 5 – the final chapter 
As I wrote chapter five, the structure of the template concerned me a bit. I was under the 
impression that perhaps I should write with my objectives as my heading. In that way I would 
ensure that I concluded my dissertation by answering to the questions I put forth in chapter 
one. This would also be very clear to my examiner. However, the template required that I 
start with a summary of my findings in chapter 4. Then discuss the limitations of my study 
and implications for future research. Then present findings from the literature review followed 
by findings from the study and end with recommendations and conclusion. Dr. Alyson 
advised that when given a template it would be wise to follow the template and so I did.  
 
I felt a sense of accomplishment when this final chapter was completed. I had managed to 
finish all 5 chapters a week before I was scheduled to come home and even though I knew 
that I was far from over and corrections and revisions would be soon coming, nothing could 
stop my feeling of elation.  
 
I had finished all five chapters. Thank you, GOD! 
 
October: The month of submission has arrived. 
So, this month has finally arrived. It is filled with emails to and fro between me and Dr. 
Naicker. Just when you think you done, you realise that you’re not. So much editing is taking 
place. So much has been removed and I think of hours of writing cast aside. I wish I had 
taken a course to improve my academic writing!  But, I understand that if at this point it’s 
does not answer to my research question then it is irrelevant and needs to go!  
 
I carefully checked every reference, every dot, comma, italics. This work is so close to me 
that I sometimes miss obvious errors. I added all the appendices. I am ready, yet I feel like 
more can be done. The time to submit has arrived. I pray that this journey I have undertaken 
culminates in success. 
 
